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ABSTRACT 
The practice of Shura by the management through discussion and by making 
decision together with the employees is believed to give great impacts to employees' 
work commitment. Thus, failing to do so will reduce employees' work commitment. 
For the matter, the study has constructed a Shura framework based on the leadership 
of the Prophet Muhammad. The objective of this research is to examine the 
implementation of Shura practice in northen region Road Transport Department and 
its relation with employees' work commitment. Leadership elements that have been 
studied include openness, consensus, trust, advice, and amanah. While the elements 
of employees' commitment encompass responsibility, cooperation, discipline, 
competence, and organisational relationship. Besides that, this study also studied 
whether there is a significant relationship between the elements of Shura under the 
organization's leadership with employees' work commitment. This study used 
quantitative design with the questionnaire as a fundamental data acquisition. A total 
of222 staffs from three Road Transport Department (RTD) offices in northen region 
were selected as respondents of this study. The data was analysed using the 
Statistical Package for The Social Science (SPSS) 21.0. The study found that all five 
elements of the Shura practice have a significant relationship towards the increase of 
employees' work commitment. The element of consensus is the key element in 
Shura leadership which proved that the management should always apply consensus 
to achieve a dynamic increase in work commitment. Shura framework was built 
based on the leadership of Prophet Muhammad as a guideline towards a holistic 
leadership and it encourages the increase in sustainable of work commitment. In 
conclusion, the implication of Shura leadership helps to ensure an outstanding 
organizational performance in public sector. 
Keywords: Shura, work commitment 
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ABSTRAK 
Arna/an shura dalam kalangan pengurusan melalui perbincangan dalam 
menentukan sesuatu keputusan dipercayai dapat memberikan impak yang besar 
terhadap komitmen kerja seseorang pekerja. Justeru apabila pengurus tidak 
mengamalkan prinsip shura da/am kepimpinannya, ia akan mengurangi komitmen 
kerja seseorang pekerja. Untuk tujuan tersebut, kajion le/ah mengadaptasi 
kepimpinan Rasulullah sebagai model asas ama/an shura. Objektifkajian ini adalah 
bertujuan untuk mengkaji pelaksanaan amalan shura dalam kepimpinan orgnisasi 
dan hubungannya terhadap komitmen kerja kakitangan. Elemen kepimpinan yang 
dikaji merangkumi keterbukaan, kesepakatan, kepercayaan, nasihat, dan amanah. 
Sementara e/emen komitmen kerja pula merangkumi tanggungjawab, kerjasama, 
disiplin, kompetensi, dan hubungan organisasi. Se lain itu, kajian ini juga meninjau 
sama ado /erdapat hubungan yang signi.fikan antara elemen amalan shura dalam 
kepimpinan organisasi dengan komitmen kerja guru. Kajian ini menggunakan reka 
bentuk kuantitatif dengan menjadikan soa/ selidik sebagai asas utama pemerolehan 
data. Seramai 222 orang kakitangan dari tiga pejabat Jabatan Pengangkutan Jo/an 
(JP J) wilayah utara telah dipi/ih menjadi responden kajian. Dapatan kajian ini 
diana/isis mengunakan perisian Statistical Package for The Social Science (SPSS) 
21. 0. Has ii kajian mendapati semua limo e/emen amalan shura mempunyai 
hubungan yang signi.fikan terhadap peningkatan komitmen kerja guru. Elemen 
kesepakatan menjadi e/emen utama do/am kepimpinan shura membuktikan bahawa 
pengurus sewajarnya sentiasa mengap/ikasikan sikap kesepakatan demi mencapai 
peningkatan komitmen kerja yang dinamik. Kerangka asas shura yang dibina 
merangkumi kepimpinan Rasulullah SAW sebagai panduan ke arah kepimpinan 
yang syumul dan amat mendorong peningkatan komitmen kerja kakitangan yang 
mapan. Kesimpulannya, implikasi kepimpinan shura berupaya memastikan prestasi 
cemerlang organisasi da/am pengurusan awam. 
Kata Kunci: Shura, komitmen kerja 
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The tendency to practice shura in the management in intluentual organization not 
only in the scope of creating mutual understanding, but the implementation of shura 
as an order of Allah SWT and the sunnah of the Prophet SAW. Organizations should 
be managed by successful leadership in a manner that it contain the consensus and 
involve all members in all aspects that lead to high work commitment and 
organizational excellence. The quality of the organization emphasizes on the 
practice of shura in order to create a solid work commitment to improve an effective 
work performance. 
The institution of Shura does play a crucial role in the political and social progress 
of well-organized societies. The principle of Shura was not the continuation of tribal 
institutions before Islam, which had undergone definite modification by adapting 
moral principles as mentioned in the Quran. Shura obliges the group or people to get 
involved in decision-making as a process of ensuring transparency, accountability, 
collective responsibility, tolerance and unity of purpose. Shura signifies the 
acknowledgement of the will of the people and challenges the ability and integrity of 
the administrator or manager and his wiliness to accommodate divergent views. This 
principle makes it clear that whatever it takes to make a decision by way of Shura, 
the leader has to accept it and put the trust in Allah for the ultimate results. 
Moreover, it is divinely directed and fully applied in the operation during the time of 
the Holy Prophet (PBUH) and Khalifah ar-Rasyidin. 
Shura is the sign of the Prophet's leadership superiority by always discourse whether 
in formal or informal situations. In driving the application of leadership, shura 
should be prioritized the good relations with fellow members of the organization, 
building up the spirit of unity, creating an understanding towards efficient leadership 
and integrity, and bring out the atmosphere that makes the leader respected and 
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beloved by his followers. Rasulullah SAW and his companions method of leadership 
is always practiced by manifesting the vision and mission sharing environment, 
inculcating teamwork (amal jamaie), being open, and istiqomah in practicing the 
shura in ensuring the sovereignty of Islam and its people to succeed in diversity of 
field to prosper the earth of Allah SWT (Aziah et. al., 2007) 
Prophet Muhammad SAW always welcomed and asked for the views of the 
companions in all situations that lead to benefit the interests of the people. He even 
accepted the views of his companions even though the view is contrary to his own 
view as what happened in the Battle of Uhud where the companions prefer the 
Muslims to go out of the city of Medina while the Prophet SA W's opinion is for 
Muslims to remain in the city of Medina. Then Prophet SAW accepted the opinion of 
the majority of the companions to be implemented where they wanted to fight the 
Quraish army outside the city of Medina (Bashir, 2013). 
Shura practice will provide a positive influence to work commitment within the 
organization thus improving organizational performance. Organizational leadership 
needs to implement the shura concept as practiced by the leadership of Rasulullah 
SAW especially in the insight of the relationship with Allah SWT (hablun min 
Allah). According to Al.Rarnaiah (2009), shura forms a well-established and 
dynamic organizational leadership which is through freedom of expression and 
channeling advice and reprimand rather than self-determination (Kamarul Azmi, 
2010; Abdullah, 2002; Razak, 2001). 
Therefore, the leader of organization is responsible to have right attitude and 
practicing shura (al-Hujuraat 49: 12,13; al-Taubah 9: 108; al-Hashr 59: 9; Muslim 
1992: 4685) in order to cultivate the values of Islamic leadership that emulate the 
Sunnah of the Prophet SAW as well as to increase the commitment of the workforce. 
By implementing the shura, there will be better work commitment from each 
organization's mind therefore can enhanced the spiritualism by having collectively 
agreement from all parties as demanded by Islamic teachings (a/i lmran 3: 159) and 
avoids disputes (al-Nisa 4:59). 
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This demonstrates the features of an effective leader whose are practicing the ethical 
behaviour that always listen and received other people's views because he is also an 
ordinary human being who is appointed as a leader (al-Nisa 4:58, Muslim 1992: 
1528) and for those who are ethical among the leaders are considered to have done 
great charitable deeds (Muslim 1992: 4632,4633). Therefore, shura practice should 
be implemented in management and leadership because of its important relationship 
to organizational work commitment thus ensures improved work performance to 
achieve the goals completely. 
In this era of continuous change and globalization, public organizations are facing 
the task of fulfilling populations' satisfaction requirements even though the 
resources are declining. Therefore, in order to be able to provide excellence public 
services to the citizens, public organizations need to focus on the resource that can 
help an organisation to and successfully achieve their mission - the human capital 
and their commitment. However, building and maintaining a capable and 
competitive workforce has proved to be an important challenge for public 
organisations (Alina Ciobanu, 2015). 
1.1 The Research Background 
Organizational leadership is found to only lead or act autocratically without 
implementing shura so it reduces work commitment in an organization that is a 
priority in realizing organizational achievement. Rose. E (2008) study found that 
organizational leadership was not practicing shura as demanded which affects 
followers' work commitment to achieve the goals of an organization. The study of 
Ahmad Marzuki (2013) emphasizes that leadership of the headmaster which always 
leads the teacher in carrying out an assignment on a regular basis autocratically with 
the exception of bilateral communication culture and discussion in the beginning is 
finally found to lead to the existence of a high gap between them and teachers. So 
the misunderstanding and dissatisfaction prevents self-development and 
achievement of school missions in educational institutions due to lack of 
establishment of teacher work commitment. 
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Foo (2013) and Daresh (2001) in their study found that there are still many leaders 
who follow leadership management model based on classical bureaucracy concept in 
managing the school. Normally, it will result in autocratic leadership style through 
formal rules, by setting aside views from members of the organization, denied the 
psychological requirement of the subordinates, and did not play a role as a leader 
who can generate quality human capital for the purpose organization development. 
Therefore, public organization must accept the changes and works towards 
strengthening the services which involves bilateral ties with followers, honour the 
potential members of the organization, as well as managing the leadership flexibility 
as the primary leader the organization (Suhana et al., 2015 and Abdul Ghani, 2009). 
Leaders need to use effective communication skills within the organization as well 
as on the basis of Islamic leadership that can drive the personality development and 
purity of the heart (al-Hajj 22:32), apply the attitudes of responsibility and its role as 
a member of the organization thus increasing the commitment of subordinates in 
organizations. 
Organizational leadership should practice shura in creating strong teamwork while 
ensuring improvement in cooperation among the staff, and achieving high level of 
satisfaction and commitment. Sapora (2014) analysis found that work satisfaction 
among teachers in Segamat district secondary school is at a moderate level with the 
overall mean value is 2.93 which indicates the need for a leadership overhaul that 
practices shura to create the spirit of work in a strong team. The study also found 
that 89% of the respondents agree that the responsibilities would be well 
implemented if done with collaboration within the team. While Morsidi et.al, (2004), 
indicates a serious problem in lack of cooperation and reduction of work 
commitment within the organization resulted from no shura practice in decision 
making related to organizational leadership. This study has also produced one 
instrument that can measure the index of cooperation through adaptation of excellent 
leadership such as openness, integrity, dedication and sincerity. Leadership ts a 
dynamic system and implementing openness coordination will guide the 
organization towards the achievement of common goals for developing a brilliant 
organization. 
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Awareness of the importance of shura practice is lacking among the leadership of 
the organization which lead to negative impact to the attitude of understanding 
between the members involved. Abdul Kudus Study (2007) related to shura practice 
found 65% of high school teachers in Segamat districts acknowledge that their level 
of understanding is simple and the analysis illustrates that the headmaster does not 
give proper guidance, training, and motivation towards a true understanding. 
Meanwhile, 54% of respondents agreed that the principles of shura practice were not 
addressed in emphasizing the organization other than just emphasizing academic 
achievement only. Lokman et al. al., (2012) reveals that the leadership styles of the 
headmasters that do not practicing shura are found to created negative effects on the 
teacher's work commitment. This study also shows that the headmaster is more 
concerned with the bureaucratic leadership model considering it is more effective 
and less objection among teachers in school. While 57% the newly appointed 
headmasters agrees that they are blurred about their role as a leader to generates 
work commitment in school. While Samaratul (2009), records that shura practice is 
the key to create the spirit of understanding that is generated thr?ugh the approach of 
exchanging thoughts and openness of leaders in the organization. 
In enhancing education achievement, the role of the headmaster is only to implement 
shura rather than the efforts to achieve the satisfaction and commitment of teachers 
in the school. Herbert's (2006) study on autocratic leadership among headmasters 
found that they focused too much of an academic achievement, only to set aside 
their role as a leader who is responsible to lead the entire school to work effectively 
and to increase teacher's commitment and satisfaction. The study also found that the 
teacher is very delightful if they are given the opportunity and space in exchanging 
their views in school management related matters. While the study by Zulkafli 
(2008) to the involvement of teachers in shura practice (meetings) founds that the 
teachers' involvement in decision-making of the schools are only in the aspect of the 
academics in teaching and learning of students. 
According to Aminuddin (2001) there is positive relationship between the 
headmasters and the teachers especially on performance improvement, job 
satisfaction and work commitment in the school. Organizational leadership will fail 
s 
if the perpetrator is only concerned about the issue of bureaucracy and technical 
issues alone rather than human personal needs (Ahmad Marzuki, 2 0 1 3 ) .  
The school management that does not practice shura was found to lower the trust of 
the teachers and prevent the increase of work commitment at school. Analysis of 
Lokman et al. al., (2012), shows that the level of teachers' trust is on average that 
gives a clear picture of the importance of practicing shura as a significant predictor 
of teacher's confidence in school and thereby improving the organizational work 
commitment. High trust among the members of the organization will encourage the 
attitude of cooperation and creating high team spirit as well as improving 
performance and work commitment (Doney et al., 2006). Whereas Van Dyne et al. 
(2010) states that organizations with low levels of trust will reduce the involvement 
in organizational practices as well as isolating themselves as they feel unfairly 
treated. Two-way communication in leadership provides the positive impact of 
creating a condusive organizational environment as well as increasing teacher's 
work commitment at school. 
There are small numbers of research conducted on the implementation of shura 
(meeting) practice in management either in Malaysia or internationally eventhough it 
is very useful for organizations to refer and apply in their organization. Md. 
Mohiden (2013), Mohd Shahrul (2013), and Ahmad Sufian (2006) discussed the 
practice of the leadership principle of Rasulullah SAW which are siddiq, trust, 
tabligh andfathonah to guide the subordinates to achieve the vision and mission of 
the organization based on Islamic leadership. While the study of Ahmad Marzuki 
(2013),  mentioned that Islamic leadership practices that inspired by the principle of 
aqidah, tauhid, justice, shura, courtesy, human formation and charity, as referred to 
the Shari'a is the main pillar of characterizing educators and students. In addition, 
the study of Shahmila (2013) analyzes that Islamic leadership practice according to 
Imam al-Ghazali was based on the principle of simplicity, ready to serve and 
practicing shura as well as establishment of good relationship between the leaders 
with their followers to increase the value of human capital. Hence, an in-depth study 
of leadership based on shura practice should be done with more focus and special 
attention so it can be used by managers in transforming into competent leader as 
well as creating a progressive organization's citizen. 
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Increased of work commitment can only be realized with the practice of shura 
especially by the top leadership. Khaliq (2009), stressed that work commitments 
resulted in the practice of shura were resulted through discussions and negotiations 
between members of organization on the issue of ummah. Shura practice contained 
in the commands mentioned in the Qur'an (al-Shura 42:38; ali-Imran 3: 159) 
illustrates the importance of musyawarah in the whole aspect of human life. Apart 
from benefiting through discussions and negotiations to solve a problem and 
increasing work commitment, shura practice is also a symbol of fundamental shari'a 
law which must be executed by the leader (lbn Manzur, 1968). In addition, Dale 
Garnegie (2013) noted that criticism existed in shura is an ibrah to the leader to be 
wiser to take the chance and the benefits of two-way communication as an approach 
in their leadership. Fingers pointing to other individuals will only show the cloak 
and weakness in organization and should be handled with discussions to achieve a 
condusive situation and focus on collective work commitment. 
Work commitments generated through shura practice in organization will create a 
brilliant educational achievement in the school. Research by Normala (2008) 
mentions that the style of leadership of the headmaster and the ability to provide 
consideration in shura practices will affect subordinates work commitment. Next, it 
will give a positive impact to the outstanding educational achievement and ensuring 
success in school performance (Abdullah, 2002). Effective leadership will influences 
the achievement of students' academic and the formation of a condusive school 
environment. Among the main factors outlined in the effectiveness of the leadership 
of the headmaster is on the aspect of the collaboration between staffs, teachers, and 
stakeholders (Omardin, 2002). Obviously work commitment is driven by shura 
practices in the leadership of the leader which can produce Muslim individuals who 
believe and do righteous deeds (al-Mulk 67: 2; Fatir 3 5 : 1 0 ;  al-Mu'minun 23: 1 - 10) ,  
istiqamah based on faith and increase taqwa to Allah iat-Talaq 65: 2-3; Fusi/at 
41  :32; al-Jin 72: 16). 
Islamic leadership according to the Qur'an strongly emphasizes the principle of 
shura in dealing with all forms of leadership issues in schools by maintaining good 
relationships and increasing work commitments to the teacher. Jama Ii (200 I)  found 
that the headmaster uses the directing and coercion force approach to control a 
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situation will face problem of resistance among teachers as in their study. He found 
that the headmaster preferred using this approach rather than discussions lo get 
cooperation from teachers. Force or coercion has a negative impact on reduced work 
commitment of the. teachers at school and aggravated student achievement (Abdul 
Ghani et.al., 2008). The study of Hoy and Miske! (2005), found that the workers 
were proactive and committed to work when influenced by democratically 
leadership thus promoting a group working atmosphere, mutual consent in decisions 
making and efficiently carry out responsibilities within the organization. Meanwhile, 
Mohd Nor (20 I 0) found that leadership excellence are closely linked with the 
cooperation of the school organization who will influences the work commitment of 
teachers in school. According to him, there is a close relationship between the roles 
of the headmaster towards improving the work of teachers in ensuring the 
administration system runs smoothly. Working together to cope with changes in the 
education system will provide the success and excellence in their environment. 
The Quran asserts that a leader should be among the faithful and devout (al-A'raf 
7:96), knowledgeable (al-Mujadalah 58 : 1 1 ) ,  able to organize the strategy or plan 
neatly (al-Hasyr 59: 18), has the mental strength in executing a steady leadership (al­ 
Baqarah 2: 147), besides having a leading skill with full of responsibility and ready 
to accept criticism (ash-Shaaffal 37: 147). According to Imam al-Ghazali (1960), 
knowledge, intellect, and mantic (logic) are the keys in equipping oneself as a leader 
who does not make a rash, decisive decision, selfish, obedience to lust, deceiving 
members of the organization as well as denying the crowd's opinion in the meeting. 
1.2 Research Problem 
Shura practice is a principle of Islamic leadership in determining the decision for an 
issue that occurs in an organization as well as the foundation of creating job­ 
enhancing commitments. Discussion, openness, exchange of views or negotiations 
will be done to separate the current problems and confusion and increasing power in 
the organization (Asad, 2 0 1 1 ;  Mohd Yusuf, 2003). Then every action in setting 
objectives, implementation of goals, policy changes, and matters regarding the 
administration and management of the organization should be made through shura 
practice. Without the practice of shura, resolutions taken will be considered not 
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valid because it is a personal opinion and not a member of organization's decision 
(Fu'ad, 2006). 
Shura studies by researchers have found that there will be a decline organizational 
commitment if leadership does not practice shura. Like Lokman and Mohd Anuar 
(2011 ), most leaders in organizations do not take into account the views of their 
employees whether it's important to make decisions, plan goals of the organization, 
as well as when conducting learning and training sessions. Vice versa, when the 
opportunity to voice views and ideas ignored by members of organizations, they are. 
defensive, avoiding when being given responsibilities and their work commitments 
initiative decreased (Peter Senge, 1990). Organization members should be given 
room and opportunity to submit their views and opinions in the administration to 
produce the better decision to be maximally accepted by all employees. The result of 
a mutual understanding and unity of opinion certainly increases the collective work 
commitment of the employees to excel in working environment. 
Based on background of the research problem, good leadership will supports shura 
practice as a two-way communication approach in an organization that encourages 
and translates the formation of the organizational to identify and enabling working 
environment to achieve glory and excellence. The absence of basic shura framework 
also became the starting point for this study. Management leadership was found 
often abandons the work culture that focuses on shura practice. Therefore, this 
requires the displacement and added value of the aspects of understanding, 
appreciation, and implementation among the managers which leads to their authority 
as the leader in the organization to avoid disagreements that will dampen 
development and a condusive working environment. Next, the leadership that left 
behind the practice of shura is seen to cause problems in organizations such as 
dissatisfaction, misunderstanding, and hinder the work improvement of employees. 
Shura is a major practice in increasing work commitment but, past studies show that 
shura practices are set aside as the sunnah of the Messenger of Allah by the 
organization's leaders in practicing Islamic values thus affects employees 
commitment to work. Based on the mentioned statement, this study was conducted 
to review shura practice among employees and its relation to the work commitment 
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as well as to determine the main factor of work commitments based on the elements 
in shura practice. Tbis study will also produce the basic framework of shura as a 
contributor to the transformation of the Islamic leadership at organization. 
From employee's participation in decision making, the focus area has been on the 
effectiveness of employee participation in the private sector particularly in Anglo­ 
Saxon countries like United Kingdom, United States of America and Australia 
(Cabrera, Ortega & Cabrera 2002; Brown, Gedder, Heyward, Seargant 2001 ). In 
Malaysia, there are small number of research on employees' involvement has been 
conducted; however the focus has been for the private sector (Parasuraman 2007). 
The study on decision making process are limited in the public sector and mostly 
covering from the organizational behavior and human resource perspective (Mat Zin 
1998; ldrus 2001, Zaliha, Soon Yew and Mohd Salleh 2000; Mansur, Kasim & 
Ahmad (2009). 
1.3 The Research Questions 
The research questions in this study are as follows : 
1. ls there any difference between groups of demographic factors (gender, 
education level, age and grade) and staffs work commitment? 
11. ls tbere any relationship between shura application (Openness, Agreement, 
Trust, Counsel, Amanah) and staffs work commitment? 
1 1 1 .  Which dimension of shura application (Openness, Agreement, Trust, Counsel, 
Amanah) that influence staff's work commitment? 
10 
1.4 The Objectives Of The Study 
The objectives of the study are as follows : 
1. To determine difference among groups of demographic factors (gender, 
education, age and grade) and staffs work commitment. 
1 1 .  To investigate the relationship between shura application (Openness, 
Consensus, Trust, Counsel, Amanah) and staff's work commitment. 
11 1 .  To determine the factor in shura application (Openness, Consensus, Trust, 
Counsel, Amanah) that influence the staffs work commitment. 
1.5 The Significance of the Study 
Findings of this study might be useful for the parties as below: 
1.5.1 Academician and Researcher 
Even though there are many literatures on different aspects of shura, studies on 
investigating the factors that contributes toward staffs participation in decision­ 
making through the principle of Shura in management process are still rare. 
Therefore, this study, as the first thorough study focusing on the investigating the 
factors that contributes toward staffs participation in decision-making through the 
principle of Shura in management process. It also can contribute to the development 
of knowledge on shura specifically to understand the application of shura in 
organization. 
1.5.2 Policy Makers and and RTD Management 
The finding of the study can contribute to the policy makers, especially in terms of 
development of shura application by adding the literature in investigating the 
application that contributes towards the staffs participation in decision-making 
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through the principle of Shura in management process. This will help the policy 
makers to formulate relevant policy which relate with the practice of shura and 
establishment of shura theory. The study also will help policy makers in RTD 
stakeholders in formulating and implementing policies that enhance staff 
commitment and participation in the management of organization. 
1.6 The Scope Of The Study 
The scope of this study is to investigate the relationship between shura application 
(Openness, Agreement, Trust, Counsel, Amanah) and staffs work commitment. Due 
to the lack of time and cost, the respondents of this study just comprised of RTD 
staff from the northern region of Malaysia as follows: 
(i) Road Transport Department (JPJ) Perlis. 
(ii) Road Transport Department (JPJ) Kedah. 
(iii) Road Transport Department (JPJ) Pulau Pinang. 
1. 7 Limitation of the study 
In order to produce good research study, there are some limitations that influence to 
complete this research. This factors that limit the research are: 
1.7.l Accuracy 
The information and data gathered by the researcher might be less accurate as a 
result of the limited respondents is being interviewed at selective places. Stratified 
random sampling could not be entirely implemented because of the unavailability of 
the respondent at their work place. 
1.7.2 Lack of Experience 
Researchers do not have enough and solid experience in doing research. In fact, this 
research projects is the first paper that has been conducted by researcher. 
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1.8 Organization of the Thesis 
This thesis is structured into five (5) chapters. Chapter 1 provides the background of 
the study, problem statement, research questions, research objectives, research 
significance, scope and limitation of the study and the organization of the remaining 
chapters. Meanwhile, Chapter 2 contains the theoretical framework, underpinning 
theory, literature review and previous research related to this study. This chapter also 
discusses all the factors that might influence the staffs work commitment through 
shura application in Northern RTD and lastly presented the research hypothesis. 
Chapter 3 describes the methodology employed in the study which includes research 
design, sampling design, operational definition and operationalization of the 
instrument. Questionnaire development and method of data analysis are also 
discussed in this chapter. In the meantime, Chapter 4 is devoted to the findings of 
the study. The research response, respondents' profiles, results from descriptive 
analysis and results from inferential analysis are presented. At the end of this 
chapter, a summary of results is presented. 
Last but not least, Chapter 5 recapitulates the study findings followed by the 
discussion of the findings. Contributions of the research, limitations and future 
research direction are also discussed. It then goes on to conclusion and 
recommendation. 
1.9 Summary of the Chapter 
Chapter I provides background of study for easier reference and clear picture on 
overview of this research. With the information on the background of the study, the 
next chapter will discuss further on literature review and theoretical model, and 





This chapter begins with literature that reviews the underpinning theory that is 
utilized in this study. The basis for this study is the implementation of shura in the 
organization. Apart from that, this section also discover on how openness, 
consensus, trust, counsel and amanah in shura application will affect the work 
commitment. Several literatures which are related to the topic of research will be 
analysed in order to determine the relationship between independent and dependent 
variables. 
2.1 Theoretical Framework 
In this study, the theoretical framework will guides the research and determine 
which variables should be measured. It is a set of theoretical assumptions that 
explained the relationships among set of phenomena. This study will undertake the 
main variable which is the work commitment of RTD's staff in decision making 
through Shura in the management process (dependent variable) and the determinant 
factors which is known as independent variables namely openness, consensus, trust, 
counsel and amanah. 
The researcher adapted previous study by Suhana (2015) related to the 
implementation of shura towards work commitment in schools and synchronize with 
theory of commitment by Marsden, Kalleberg and Cook (1993) to show the 
dimensions of work commitment that are the framework of this study theory. 
The measure of commitment used in the present study is derived from the six 
statement scale developed by Marsden, Kalle berg and Cook ( 1993) to capture Meyer 
and Allen's construct of affective commitment. The Lincoln-Kallenberg 
measurement of affective commitment, itself a simplification of the more general 
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Organizational Commitment Questionnaire developed by Mowday et al. (1979), has 
been used widely in the US and UK (amongst the latter, see Gallie et al. 1998, 2001; 
and White et al., 2003). 
The factors focus on the variables which are Openness, Consensus, Trust, Counsel 
and Amanah. Based on approach from literature review, the diagram for the 
theoretical framework can be illustrated as follows: 
Fi re 2. 1: Theoretical Framework 
.- Openness 









2.2 Hypothesis Development 
A hypothesis is a logical relation that estimated a relationship between two or more 
variables expressed in the form of statements that can be tested (Sekaran, 2003). In 
other words, after identifying the important variables in the research area and 
establishing the relationships among the variables through the development of a 
theoretical framework, the variables needed to be tested on whether there have 
significant relationships. Therefore, there were several hypotheses that need to be 
tested in this study. 
2.2.1 Selected Demographic Factors 
For this research purpose, the demographic profiles that have been chosen to be 
investigated are gender, age group, level of education and grade of employment. The 
main motive to investigate these demographic factors with the work commitment 
(DY) is to observe the significant differences between each of them. The statistical 
technique that will be used to examine gender and DY is an Independent Sample T­ 
Test while for the age group, level of education and grade towards DV employs one­ 
way ANOVA. Therefore, the following hypotheses are developed in order to answer 
the first research question and research objective in this study. 
Research Objective 1 : To determine differences among groups of demographic 
factors (gender, education, age and grade) and staff's work commitment. 
Ha I a : There is significant difference between male and female staff on their 
commitment. 
Ha I b : There is significant difference between staff education level on their 
commitment. 
H a l e :  There is significant difference between age of staff on their commitment. 
Ha Id :  There is significant difference between the grade of staff on their 
commitment. 
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2.2.2 Correlation between Dependent and Independent Variables 
In this study, all the independent variables namely openness, consensus, trust, 
counsel and amanah will be analysed to determine their correlation with the work 
commitment through shura application. The statistical technique employs to 
determine the correlation between DY and IVs is Pearson correlation coefficient. 
Therefore, the following hypotheses are developed in order to answer the second 
research question and research objective in this study. 
Research Objective 2 : To investigate the relationship between sh ura 
application (Openness, Consensus, Trust, Counsel, Amanahv and staff's work 
commitment. 
Ha2a: There is a relationship between openness in shura application towards staff's 
work commitment. 
Ha2b: There is a relationship between consensus in shura application towards staff's 
work commitment. 
Ha2c: There is a relationship between trusts in shura application towards staff's 
work commitment. 
Ha2d: There is a relationship between counsel in shura application towards staff's 
work commitment. 
Ha2e: There is a relationship between amanah in shura application towards staff's 
work commitment. 
2.2.3 The Influence oflndependcnt Variables on Dependent Variable 
For purpose of this research, the independent variables namely openness, consensus, 
trust, counsel and amanah will be analysed to identify how much variance of these 
independent variables influence the the work commitment through shura 
application. The statistical technique employs to determine the variance of IVs on 
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DV is the multiple regressions analysis. Therefore, the following hypotheses are 
developed in order to answer the third research question and research objective in 
this study. 
Research Objective 3 : To determine the factor in shura application 
(Openness, Consensus, Trust, Counsel, Amanahv that influence the staff's work 
commitment. 
Ha3a: The five determinant factors of shura (Openness, Consensus, Trust, Counsel, 
Amanah) will significantly explain the variance in the staff's work commitment. 
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2.3 Definition of Shura 
Shura is an Arabic word which exactly means "consultation". The term Shura is a 
noun which is taken from the Arabic work "shawara", To understand the exact 
meaning of Shura, it is essential to know Shara, Yusharu and Mushawrah which 
means to show things. In explaining the linguistic and rhetorical. features of the word 
Shura, Jabr (2009) wrote that "Shawara (consult) is derived from Shara which 
means he gathered or took out honey from the comb, and separated it from the wax. 
Shara alayhi means he gave him an advice; he offered him a counsel. Yusharuhu 
means he consulted him, he sought his opinion of an advice, he discussed with him 
in an order to find out his opinion. Mushawarah means, a good counsel or 
consultations. Shura means, mutual consultation". 
The principle of participation in decision making in Islam can be drawn from the 
Companions participation in all decision-making process made during the life time 
of the Prophet which brought legitimacy and satisfaction at all levels of human 
endeavours (Jabnoun, 1994). However, the legal framework of decision making 
participation in Islam can be derived from the following Quranic verses: 
"Those who answer to the command of their Lord and establish regular 
prayer and conduct their affairs by mutual consultations; who spend out 
what we bestow on them for sustenance" (Surah AI-Shura 42: 38). 
The above verse of the Quran is the basis for participatory decision-making on 
which every person charged with the affairs of the community or the organisation 
ought to adhere to. It is very clear from this verse that Islam does not support 
autocracy or absolutism and that a leader is accountable not only to Allah SWT but 
also to the people he purports to serve. In other words, people participation is a 
prerequisite and obligatory upon a leader or manager who conducts the business or 
administration of a company or organisation in accordance with the principles of 
Shura. The scope and extent of the applicability of the Shura is very broad and 
covers all aspects of life (Al-Atari, 1999). Shura obliges the group or people to get 
involved in decision-making as a process of ensuring transparency, accountability, 
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collective responsibility, tolerance and unity of purpose. Shura signifies the 
acknowledgement of the will of the people and challenges the ability and integrity of 
the administrator or manager and his wilingness to accommodate divergent views 
(Alhabshi, et al. 1998). 
Theoretical framework of this study were taken from a study Suhana, (2015) which 
adopted the basic framework of the leadership of Islam based on the Quran and al­ 
Sunnah, sirah Nabawiyyah and Jbn Taymiyyah (1992), which explained that the 
implementation of the leadership practice of shura emphasize the quality of a leader 
who showcase Islam and become a prerequisite that empower organizations to be 
excellence. The practices of shura in leadership also mentioned by al-Qaradawi 
(2014) that the practice of shura includes the right to give the virtues of Allah and 
the good of His servants who tend towards an increase in charity in addition to 
community relations. While (al-Banna, 2006) affirms that the practice of shura is a 
truth and hakimiyatullah (wisdom of Allah) agreed upon by scholars of fiqh-based 
debate on law and ordinance of Allah that cannot be denied any longer to make sure 
the foundation of faith and belief of the perfect human race is obtained through the 
Quran to complete obedience to the creator as presented by the Prophets (al-An'am 
6: 1 1 4 ;  an-Nur 24:51;  an-Nisa 4: 165). 
According to Mustafa (2006) that the word shura is intended to a meeting which was 
done by a group of Muslims scholars to discuss various issues or matters relating to 
interests and the welfare of the group based on faith and virtue to Allah SWT. 
According to lbn Manzur (1968), this is describing that shura was aimed at creating 
a discussion and talks among the members of the religious experts to settle 
upcoming issues and take an approved decision together. According to Shahril 
(2010), the outcome of the discussion will create a positive effect of high trust 
among members of the organization. They are more motivated to carry out routine 
tasks at organization other than to increase the competitiveness and multiplied 
efforts by all members thus feel the organization is theirs. Obviously, the decision 
through shura can be established collectively, while the decision taken will be 
contributing to leadership excellence as well as driving towards work commitment. 
Shura is conducted in consultation and discussions together in an organization that 
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aims to get the best results for the corning up issue and applying the results to be 
implemented according to the provisions that have been decided. 
According to Abdullah (2002) the practice of shura is not only involves the aspects 
of negotiation but it also has a profound impact against the leaders implementation 
to be involved in achieving the vision of organizational goals. Shura gives a deep 
and positive impression on organizational capability to increases work commitment 
and achieves mission and goals based on consensus as organized in al-Quran and 
sunnah. The shura principle shows the height of the leadership in implementing the 
shura through the impact of success (alfalah) in the world and in the hereafter as 
well as push for organizational performance improvement as well as work 
commitments especially in education organization (Suhana and Ahmad Marzuki, 
2015).  
2.3.1 Concept of Shura 
Shura is an important concept and brings the goodness comprehensively in 
determining the decisions of an organization. Each individual are entitled to submit 
views and opinions by using their wisdom and information obtained on the issue 
existed. Research and discussion were conducted to avoid incompatibility among the 
related members of the organizations. Shura practice is very important to avoid 
disagreements in determining the settlement and understanding of each other in the 
affairs of the Muslims which does not contain qat'ie nas (ali-Irnran 3; 159). Shura in 
Islamic leadership is more conceptualized in search for happiness for individuals and 
society towards success in this world and hereafter. Al Buraey ( 1994) states that the 
management of the shura shown by Islam helps individuals to gain the prosperity in 
the world and hereafter. Shura practice becomes one of the main pillars which fill 
the Muslim community as the obligation revealed by Allah SWT on the duty to 
perform prayers and to issue zakat (al-Shura 42:38). Shura is a symbol of 
fundamental in Islamic syariah, therefore a leader who does not practice it can be 
removed from the organization formed (al-Qurtubi et al., 1989). Leadership practice 
based on the shura will provide enough guidance to describe how human resource 
socializing in the society in order to achieve excellence and prosperity. 
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Shura implementation involved cooperation among organizations experts within the 
environment of humanity that can increase productivity of organization. According 
to Chari I et. al. (20 I 0), the concept of shura is relevant to the involvement of 
members of the organization in forming a conducive environment for cooperative, 
kind and consensus attitude to improve productivity of an organization. Azhar 
(2006), argues that the principle of shura is a fair and wise legal method, practicing 
shura in organizational matters are very appropriate as they require reference, 
analysis and exchange of opinions before best results are obtained for general 
maslahah effect. Sayid Rashid (2013) asserted that leadership requires the 
development of da'wah that is encompassed in justice and truth in line with applying 
shura-based leadership. Shura gives the final solution agreed upon organizations as 
ijtihad are included in the responsibility of shura members. The trust given to 
organizational members to facilitate and carry out a task as shura builds a sense of 
cooperation and consolation especially among the teacher (Ismail, 2007). 
The practice of shura also applies the principle of leadership which is syurnul 
according to Islam based on the command of Allah SWT (al-Shura 32:38) on 
obligations to implement it within the organization as a way to consensus, advise 
and realization of the will of the majority (Muslim 2001:  994). 
Shura can improve teamwork within organization. The modern world realized the 
importance of joint consultation (Shura) and teamwork when the Japanese based its 
management style on it and proved to the world of its effectiveness. The Holy Quran 
advocates for this concept: 
"And those who hove responded to their lord and established prayer and 
whose affair is [determined by] consultation among themselves .. " [as­ 
Shura 42:38] 
"So by mercy from Allah, [O Muhammad], you were lenient with them. 
And if you had been rude [in speech} and harsh in heart, they would have 
disbanded from about you. So pardon them and ask forgiveness for them 
and consult them in the matter. And when you have decided, then rely 
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upon Allah. Indeed, Allah loves those who rely [upon Him]. "[Ali Im ran 
3: 159] 
In the Ayat [3: 159] Allah is saying to His beloved Prophet to consult with others and 
then make a decision and after making the decision, just trust Allah. This ayat has 
beautifully stated not only about teamwork and joint consultation but also about 
decision-making. A very simple and a beautiful rule for decision-making are to just 
consult, decide and leave rest of things on Allah. And in the 2nd part of the Ayat, 
Allah loves those who put their trust on Allah. It's a very easy way to ease our 
nerves after taking a very difficult decision. We have two options either to worry 
about the consequences of the decision or put our trust in Allah. Definitely second 
option is better one. So, everybody would like to choose the second one. That is the 
reason why Allah says that He loves human 70 times more than a mother. 
2.3.2 Shura based on AI-Quran 
Shura becomes a priority in the day-to-day affairs of human relationships as 
mentioned in some verses of the Qur'an (al-Baqarah 2: 233; ali-Imran 3: 159; and a1- 
shura 42:38). Given any different conclusion and requirement, the continuous 
practice of shura'will create love and the attitude of mahabbah with the existence of 
understanding and open minds in the organization. That shura mentioned in the 
Quran demands this practice to be implemented in human daily life (Hasanuddin, 
2014). 
"Mothers may breastfeed their children two complete years for whoever 
wishes to complete the nursing [period]. Upon the father is the mothers' 
provision and their clothing according to what is acceptable. No person 
is charged with more than his capacity. No mother should be harmed 
through her child, and no father through his child. And upon the 
[father's} heir is [a duty} like that [of the father]. And if they both desire 
weaning through mutual consent from both of them and consultation, 
there is no blame upon either of them. And if you wish to have your 
children nursed by a substitute, there is no blame upon you as long as 
23 
you give payment according to what is acceptable. And fear Allah and 
know that Allah is Seeing of what you do. " 
(Al-Baqarah 2:233) 
Surah al-Baqarah 2: 233 explains that negotiations need to be done as a goal to get a 
decision. The appreciation of living in community in Islamic law will encourage 
strong brotherhood with the attitude of giving to the right. It is clear that shura 
practices can raise the dignity of a Muslim as the required in Islam with the 
existence of the universality of the ummah and noble personality (Suhana et al., 
2016). 
"So by mercy from Allah, [O Muhammad}, you were lenient with them. 
And if you had been rude [in speech J and harsh in heart, they would have 
disbanded from about you. So pardon them and ask forgiveness for them 
and consult them in the matter. And when you have decided, then rely 
upon Allah. Indeed, Allah loves those who rely [upon Him}." 
(Ali-lmran 3: 159) 
Surah ali-lmran 3 : 1 59  gives an explanation that Shura practice is contained with a 
great wisdom which is a sign of devotion and obedience as servant to Allah SWT. 
lbrah of Rasulullah SAW leadership shows the benefits of the great value to the 
growth and spread of Islam towards the fame of the musaffat proclamation of a true 
Muslim (al-Anbiya 2 1 :  107; Sayyid Qutub, 2014). Shura that were carried out by the 
Rasullullah SAW should be followed in the effort to get the redha and blessing of 
Allah SWT in the world and in the hereafter. According to Ajmain (2003), other 
than the perfect physical, the great bless of Allah SWT to human beings is the 
intelligence that can distinguish the advantages and disadvantages of something. 
Therefore, thinking skills and determining something to do with a discussion will 
encourage the accuracy of the identity of the Muslims and increasing the work 
commitment in organization (Suhana et.al., 2016). 
"And those who have responded to their lord and established prayer and 
whose affair is [determined by} consultation among themselves, and from 
what We have provided them, they spend." 
(As-Shura 42:38) 
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The essence of the importance of shura practice is explained in surah al-Shura 
42:38. Shura is the command of Allah SWT especially to the leader. As from lbn 
Umar R.A from the Prophet SAW said that, "All of you are shepherds and each of 
you is responsible for his flock. An Imam is a shepherd and he is responsible for 
those in his care. A man is a shepherd in respect of his family and is responsible for 
those in his care. The woman is a shepherd in respect of her husband's house and is 
responsible for what is in her care. The servant is a shepherd in respect of his 
master's property and is responsible for what is in his care. All of you are shepherds 
and each of you is responsible for his flock." "(Bukhari and Muslim 1992: 1528). 
Thefore shura practice is the starting point for the takwa of every human who is 
accounted for being the khalifah on this earth. 
While Hasnah (2013), mentioned that shura covers all matters of the muslim 
covering various aspects of life that requires implementation through the practice of 
shura according to the following provisions: 
Shura cannot be implemented on matters that contained in the Quran and hadith 
except if intended to define such thing or order other than to carry it out. If such 
decision is related on shari'a on nas and sohih hadith then the leader has no choice 
but to accept the decision (Abu Urwah, 2001). The provisions contained in the 
Qur'an are orders that need to be executed either in the form of instructions or 
prohibitions. 
A decision taken in shura collectively but contrary to the Qur'an and hadith is not to 
be followed at all, however Muslims are required to live a life based on the Qur'an 
and Sunnah (Hasnah, 2013). As a solution, leaders need to use his discretion to 
choose the opinions and views that supported by clear and strong dalil (Abu Urwah, 
200 I). Organizational leadership are required to practice shura among members of 
the organization in ensuring the understanding and consensus (Suhana et al., 2015). 
lbn Taimiyyah ( 1992), states that shura is only formed when an issue or matter that 
involves questions related to the importance of the ummah is raised but not 
mentioned in al-Quran and Sunnah and can be done thru ijtihad. While resolutions 
and decisions which has been made should be implemented immediately as mention 
25 
by Sayyid's Qutub, (2014) when the results obtained from shura are more related to 
the reality of the perfection of the ummah and consequently leading to the tawakkal 
upon Qudrat (_).•) and lradah (I >I) Allah SWT as mentioned in in the Quran in Surah 
Ali-Imran 3: 159.  
Shura practice is a priority in organizational leadership as required in the Qur'an and 
sunnah in order for mankind to be on the path ofShariah of Allah SWT. 
2.3.3 Shura Principle based on Islamic Perspective 
The principle of decision making based on Islamic perspective leads to development 
of da'wah which is amal ma'ruf nahi mungkar as recommended by the Qur'an and 
the sunnah as well as creating mahabhah in organization. Leadership in organization 
requires a smart and wise leader in managing or administering and may increase 
work commitment of employees with adoption of friendly relationships in accepting 
organizational views and opinions (Normala, 2008). While Hasjmy (1994) and Arief 
(2007) mentioned that the responsibility of the leader in portraying his best 
personalities to the followers includes developing dakwah to the amal ma'ruf nahi 
mungkar, ready to be critised and corrected if his leadership neglected the shura 
practice in a variety of issues especially those not in the nas. Clearly Rasulullah 
SAW encouraged and inspired the love of doing good deeds and the prohibition of 
doing bad amongst the companions and explaining the benefits and rewards from 
Allah SWT (Mohd Ismail, 2014) .  
The Leadership of Rasulullah SAW is based on the characteristics of sidiq, amanah, 
tabligh, and fathonah, According to al-Ghazali's (1987) in Md Mohiden's study 
(20 I 3) emphasized that Islamic leadership is geared towards strengthening 
personality and emphasize superior personality based on the Qur'an and sunnah, 
enforcing the truth, practicing shura, being fair and giving freedom of expression as 
stated below: 
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2.3.3.1 Based on al-Quran and As-Sunnah 
AI-Quran al-Karim is a major source of Islamic Jaw guaranteeing the ummah to 
always preserve and make al-Quran as a lifelong guide. Shura leadership will surely 
have the rewards and blessings of Allah SWT because the individual is on the right 
path (al-Zahraf 43:43). The perfection of iman encourages anybody to perform 
charities based on the contents of the Qur'an, and also gets the unity of soul in this 
world and hereafter (al-Anfal 8:63). 
Reintegration among members of the organization requires knowledge distribution 
skill by leaders to ensure success and determine the leadership policy. Leaders need 
to master the knowledge in quality, diligence, and no deviation of aqidah by 
translating the wisdom gained from the Quran and sunnah as the main leadership 
guide (al-Banna, 2006). It coincides with the message of the Prophet Muhammad 
SAW that every dispute or misunderstanding occurring among the ummah shall be 
resolved by discussion and underlying the holding of the Qur'an and sunnah 
(Muslim 1987: 1 1 ) .  
Leadership is not just a process but rather a priority of self-esteem, leadership skills, 
aspiration and excellence success (al-falah) in the world and in the hereafter that 
comes from the Qur'an and sunah (Fazli and Nur Riza, 2012). Shura leadership that 
rouses the sunnah Rasulullah SAW will outlines justice, freedom of speech, execute 
effective leadership, loyalty, increase akhlak and morals and develops competent 
organizational spirituality as a model Islamic leadership according to the Qur'an and 
Sunnah (Al-Fattah, 201 1 ;  Ismail, 2000). Leadership that required by Islam involves 
the praiseworthy of the Prophet Muhammad akhlak such as mercy, love, always 
seeking goodness and truth and always trying to offer knowledge to others (al­ 
Taubah 9: 128). 
2.3.3.2 Integration of Brotherhood 
As an Islamic leader with noble character, Rasulullah SAW is very gentle on others 
including non-Muslims. Brotherhood integration thru openness and always listen to 
the companions as well be friendly in either words or deeds. Besides that, Prophet 
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SAW also cares about the emotions of others and does not like to be troublesome to 
them. Rasulullah SAW is the perfect human character with akhlak (al-Ahzab 33 :21 ;  
al-Qalam 68: 4). Good manners in giving a wise view and opinion need to be taken 
into account to avoid hatred and bring shame to others in order strengthening the 
essential Islamic brotherhood (Mahmoud, 2012). 
AI-Banna (2006) stressed that practicing openness in the ukhuwwah is produced by 
the ukhwah and akidah among human beings. Highly regarded brotherhood 
(ukhuwwah) is to prioritize the interests of others as opposed to self while openness 
adds love to that mentioned in surah at -Taubah 9:71:  
"The believing men and believing women are allies of one another. They 
enjoin what is right and forbid what is wrong and es/ablish prayer and 
give zakah and obey Allah and His Messenger. Those - Allah will have 
mercy upon them. Indeed, Allah is Exalted in Might and Wise. " 
(At-Taubah 9:71) 
Leaders who are motivating fellow members of the organization as well as caring for 
current relationships and tolerating with difference in opinion will easily solve the 
complex problem with ease. Organization leadership is responsible for building an 
environment in the context of brotherhood to form a solid organization. All efforts 
and the authority of an effective leader in his strong leadership is influencing the 
excellence of professionalism that goes through and towards excellence in the world 
and the hereafter (Ahmad 1994: 3600). 
2.3.3.3 Shura Based Decision Making 
Shura is an important aspect that should be emphasized deeply by any Islamic 
leadership. According to Charil et. al. (20 I 0), in making decisions and actions, 
guidance taken by the managers is based on their experience and discretion even 
though they are have the authority and power to decide on a decision. While 
Abdullah (2014) insists on the decision that guarantees high effectiveness of the 
administration is based on the achievement of mission and vision, encompasses 
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enhancing the development of the personality of its citizens and the birth of human 
capital. Shura practice in leadership obliged the conduct of the administration in 
supporting the practice of Rasulullah SAW sunnah in accordance with the Qur'an in 
order to grasp blessings and glorify of Allah SWT (ali Imran 3: 132, al-Nisa 4:80, al­ 
Hajj 22:32) and also performs the trust and responsibility as caliph on this earth (al­ 
An'aam 6: 165). Al-Qaradhawi (2014) insists that provisions relating to the shura 
and the hukm mentioned in the Qur'an encompass the right of Allah SWT to provide 
benefit and to the servant who is inclined to live in society. 
2.3.3.4 Sh ura and Decision Making According To the West 
-. 
-- 
The power of decision making is usually done with shura amongs the members of 
the organization in maintaining a conducive atmosphere for the institution. The 
authority of an organization leader can be seen with bilateral relations and 
interactions whether formal or informal according to the current norm (Joyce, P. 
1999). This is stressed by Coch and French (200 I), which found that there was a 
close relationship between engagements in making decisions and increase work 
commitment. Based on western views and studies, the principle of deciding is 
difference with shura practice. However, implies the long-term conditions of an 
organization's expertise. 
According to Weber's theory (2001) when the decision-making process is done 
entirely by the leader will resulted the followers become stressed. They believes that 
organizations need to comply to all the direction of the top leaders in order to 
achieve their goals and achievements. Barnard (I 999), also described the autocratic 
leadership is not competitive, not encouraging the followers to practice self­ 
initiative, as well as stop the efforts to achieve organizational excellence. Therefore, 
Hoy and Miske! (2005) suggest that leaders need to act rationally by giving 
organizations an opportunity in expressing opinions and making decisions according 
to mutual agreement through shura. Differences in opinion in organizations often 
occur because of existence differences in thought and maturity, are reasonably 
handled with shura or discussion that encourages employees' work commitment. 
Obviously, leaders have to deal with conflicts through two way communication 
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methods in the organization as well as ensuring employees' work commitment 
produced (Pfeffer, J 1996: Lokman, 2007). 
In addition, the principle of western style making decisions according to French and 
Raven (2000) states that organizational leadership has the power to force (Coercive 
Power) through instructions either verbally, note, or order. The autocratic model of 
Fullan (I 998) uses the power of leadership without compromise in implementing 
changes. According to this model, the subordinate must follow what is directed by 
their leaders to achieve the goal of organization. Tt is found to be effective in 
influencing organizational members. However, the negative implications to the work 
commitment are dissatisfaction among members of the organization. As mentioned 
by Stoner J.A.F (I 989) that the technique of transforming and driving organizational 
members to increase work commitment is based on feedback surveys, shura, and 
solid teamwork. It is appropriate for leader to use a flexible approach to develop the 
capabilities and competences of organization members as well as achieving goals. 
Likewise, the function of the leader as a change agent need to strategize in the 
context of shura to make a decision that agreed by all to increase work commitment. 
2.3.3.5 Shara According to Prophet SAW 
-- 
Meeting or shura is the main character of a Muslim who obeyed the command of 
Allah SWT and applied the sunnah of Rasulullah SAW (al-Hasyr 59: 7). Decisions 
making process in any issue in Islamic organizations need to follow the Islamic 
principles and procedures as shown by the leadership of Rasulullah SAW which is 
the best example for Muslims. The practice of shura is performed by the Prophet 
Muhammad SAW together with the companions in taking a decision to avoid 
conflict and dissatisfaction (Abdullah, 2002). The shura practice is shown perfectly 
in sirah of Prophet SAW. 
An important event in Islam that is when the Prophet Muhammad SAW was in the 
journey of performing umrah with about 1,000 Muslims. There was a barrier set by 
the Quraysh and Makah people that leads to the signing of the Hudaibiyah Treaty 
which gives benefits to the Muslims to enter the city of Makah safely and 
peacefully. As a step of diplomacy, Rasulullah SAW met with his companions, 
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including Saidina Umar al-Khattab r.a. and Saidina Abu Bakar as-Siddiq r.a. Then 
Saidina Abu Bakar al-Sidiq r.a. expressing his opinion that the presence of Muslim 
followers to Makah is to perform Umrah. Then it gets the approval Rasulullah SAW 
(Bukhari, 1994: 3335, 3449; Baharom, 2012). 
Leadership pattern highlighted by the superior leadership of the Prophet SAW was 
admired and respected by the enemy of Islam too. Surely shura practice has a great 
impact on enhancement and development of Islam since the early Islamic era. 
The war of Uhud showed that the Messenger of Allah (pbuh) made the decisions to 
accept opinion of the companions to wait for the enemy outside the city of Medina 
to avoid the intrigue of the enemy. The fact is Rasulullah SAW is more likely to wait 
for the enemy in the city of Medina. However, the power of shura is implemented as 
leadership principle of Rasulullah SAW is syumul. 
While in the battle of Khandak (al-Ahzab), the Prophet Muhammad is conducting a 
meeting with companions regarding the war which according to the Prophet's view 
that it is better to be reconciled with the enemy besides paying one-third of Medina's 
fruit of the year to the Ghathafan people. Saad bin Muaz and Saad bin Ubadah 
wanted the Islamic armed forces battled the enemy and agreed to by the Messenger 
of Allah SAW as appreciating their views. (Bukhari, 1994: 3800,3804). 
Then the Prophet SAW also performed shura along with the cornparuons about 
defence strategy to defend the city of Medina. Salman al- Farisi r.a. then suggested 
that the city of Medina to be protected with digging the drain around it. After being 
refined and discussed with consensus, the Prophet and the companions had accepted 
the idea based on experience and expertise of Salman al-Fasiri. They then directing 
to each IO men to dig a 40-acre trench around the city of Medina (Bukhari, 1994: 
3797, 3800; Ahmad Sufian, 2006). 
The principle of shura is also exhibited by the Prophet Muhammad SAW the event 
of the Badar war, when the Muslim team headed by Rasulullah SAW had rested 
somewhere. However, this action is not agreed by 1-labbab ibn al-Manzir bin Jamuh 
so he asked the Rasulullah SAW wether that is the revelation of Allah SWT or the 
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choice of Rasulullah SAW. Rasulullah SAW states that it is his own vote, then al­ 
Habbab has asked the Prophet to move to another place near the fountain and hidden 
from the view of the enemy. Rasulullah SAW accepted the view because it was a 
good thing and brings goodness to Muslims. 
The room of giving the opinion covering a wide range of areas and affairs in the 
organization will bring effectiveness in Islamic leadership (Muhammad Abdur Rauf, 
200 I ,  Bukhari 1994:3657). It is not a hindrance to creating openness in leadership of 
Islam like what has been practided by Rasulullah SAW to his companions. 
Two-way relationship in organizational communication brings great results to 
leadership based on Islam. Rasulullah SAW also went to the companions to discuss 
things pertaining to the defamation thrown by Abdullah bin Ubay against his wife 
namely Saidatina Aisyah r.ha. with a friend named Safwan bin Mu'attal As-Sulami. 
The companions gave their opinions and views, namely Saidina Ali r.a, Usamah, and 
Bahirah to resolve the previous crisis the decline of the Qur'anic verse mentions that 
the message is false (an-Nur 24: I I). Surely the purpose of propagating this slander is 
to defames the family of the Prophet and the sanctity of Islam, however the 
companions explain their true position through the discussion and accepted by the 
Messenger of Allah. In any case the problem occur, shura practice is very important 
and useful in unity of the people (Fu'ad Asy Syalhub, 2006). 
2.4 Element in Shura 
Implementation of shura in a sustainable manner is accordance to the leadership of 
Rasulullah SAW who has encouraged us in enhancing the identity of Muslims by 
applying the shura based on the element of openness, consensus, trust, counsel, and 
amanah as follows: 
2.4.1 Openness 
Openness of a leader will be able to build the conversant environment among the 
individual in organization whether formally or informal situation thus facilitating the 
management and administration (Ahmad Marzuki, 2013). Conflict will resulted in 
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destruction Therefore, the attitude of openness shall withstand frequent conflicts 
among members of the organization. The openness should be implemented in shura 
because it will resulted in providing the freedom of speech (hurriyah al-kalamy and 
reject the negative elements in which it is very important practice among 
organizations as in their work routine culture (Suhana et.al., 2016). 
Arief (2007) supports that freedom of opinion and giving views among Muslims is 
the pillar of unity of the um mah who is responsible to reveal the truth and to oppose 
nonsense leadership. Leaders need to be open to the view of organization because 
the diversity of opinions expressed by member of organization will improve his 
weakness as a leader (Suhana et al., 2016; Jack Welch, 2013). 
The practice of openness also embraces the leadership of the Prophet SAW where he 
often gives way to other people's views. Evidently the openness of Rasulullah SAW 
can be witnessed through the events of preaching among the kings around the city of 
Jazirah, Arab when the companions suggested to the Prophet Muhammad SAW to 
deepen and understand the customs and cultures of the group. The willingness of the 
Messenger of Allah (SAW) to receive a foreign culture shows that he was open to 
good things. Therefore, to ensure the mission is accomplished the Prophet 
Muhammad SAW has ordered companions to make official stamps made of in the 
form of a ring and it contains the writing of "Muhammad Rasullullah" (al-Buthi, 
2000). The Leadership of the Prophet saw exceeded the of the symbols Islamic glory 
that puts Islam throughout the world until today. 
2.4.2 Consensus 
The history of the appointment of Saidina Ali lbni Affan r.a. as caliph indicates the 
factor of agreement between the companions and the majority of Muslims can 
generate transparency in appointing leaders based on shura elements without any 
conditional and dissatisfaction (Ahmad Muhyuddin, 20 I 0). Zain a l's study (2009) 
found that consensus could be obtained through communication, idea exchange, 
istiqamah with decisions, as well as leadership encouragement, have a significant 
relationship to the work commitment of the employees by establish the relationship 
between supervisor with his subordinates as well as able to increase their 
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productivity. Therefore, Muslims need to be united and work together in 
organizations in order to implement social concepts in a viable society and urnrnah­ 
oriented angle (Yusof, 2001). Meanwhile, the behavior and personality of leaders are 
displayed through social group relationships such as society, organization, as well 
their leadership to achieve certain goal (Ajmain, 2012). 
Al-Fattah (2011)  mentioned that Rasullullah SAW always encourage the 
companions to do any work in full consensus and cooperation in order to produce 
perfection in anything they do. Indeed, the greatest leadership model of the entire 
human being is in the era of Prophet Muhammad SAW as Allah the Almighty asked 
the Prophet (SAW) to declare to his people in surah Ali lmran 3 : 3 1 .  
"Say, [O Muhammad], "If you should love Allah, then follow me . . .  "  
(Ali-lmran:31) 
According to Charil et. al., (20 I 0), effective leadership happened when mutual trust 
between leaders and followers is practiced in order to guide the organization towards 
a good life in the world and hereafter. In addition, leaders should also provide a 
platform and opportunities for the followers to take responsibility and developing 
them as a leader in their career. The sincerity and honesty applied in the organization 
together with united brotherhood without distinguishing the origin of the person will 
be the core and the essence of success as well as to increase work commitment 
(Suhana et.al., 2016). 
2.4.3 Trust 
Trust involves the understanding of amanah and duties as an employee. Freedom of 
expression, mutual understanding and encourage each other is the essence coming 
through unity to achieve goal of the organization. This is exampled led by the 
Prophet SAW applying Islamic morals completely. Al-Banna (2006) stressed that 
the brotherhood requires by Islam is honest, sincere relationship and persevering to 
be blessed by Allah SWT in order to strengthen the trust and strengthen the 
relationships within organizations leadership. Leaders as managers in the 
organization can lead the shura based on the Sunnah of the Prophet SAW. The 
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Rasulullah (SAW) always kept his promise, speak only the truth when delivering 
news (information), emphasizes the honest and credible attitude until he was named 
as al-Amin (al-Fattah, 20 l l). While increasing the work commitment of employees 
in organization can be realized through the attitude projected by the manager as a 
leader by creating a friendly, trust based relationship, honesty and mutual respect 
(Azhar, 2003). 
Appreciation of Islamic leadership includes encouraging the organizational members 
to use a mutual trust which is to seek the blessing of Allah SWT. While Ahmad et. 
al., (2012) stressed that leaders should have faith in Islam will carry the 
responsibility not only when assigned or officially appointed but as long as the they 
live, as each individual are caliph acting as administer, manager and leader close to 
Allah SWT. 
Leadership that holds great trust among all leaders need to remain strong, tawaduk, 
and believed (Muslim 1972: 5109). As an insan and true believers, they should put 
aside any betrayal to the faith given to them (al-Anfaal 18:27). Beliefs that exist in 
the organization will avoid misunderstanding and builds strong brotherhood faith to 
shape the leadership of the shura based on the Sunnah of Rasulullah SAW (Suhana 
et.al., 2016). 
2.4.4 Counsel 
Prudent counsel among members in the organization is the essence of an excellence 
leadership. Jamaliah (2007) states that support by organization and counsel between 
members of the organizations will enhance accomplishment and institutional 
rmprovemen. Indeed, the leadership of the leaders who takes care of Islamic 
morality and applying values of faith to members of the organization will be 
successful in creating a harmonious and stimulating environment in relationship to 
the majesty of Allah SWT. Examining the results in shura and maintaining 
relationships within the organization is crucial in generating work commitments to 
achieve excellent goals. 
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Abdullah (2014) mentioned that the principles of aqidah, syariah and akhlak in 
Islam need to be translated through approaches of love, counsel, wisdom, example 
and emphasizing the aspects of justice, balance, excellence and simplicity as the 
pillar ofwasatiyyah to manage the universality of the ummah. The affirmation in the 
Qur'an on moral issues such as goodness, honesty, truth, humility, sincerity, etc. is a 
reminder to humankind that the leadership and followers need is mutual counsel in 
the truth and kindness to drive progressive and viable successes (al-Qaradhawi, 
2014). 
2.4.5 Amanah 
Organizational leader should continuous improving from time to time so that the 
organization does miss out the responsibility in managing the organization. 
According to Charil et.al.(2010) that the manager should remind himself that he has 
to bear the mandate given to him. The leader should choose and determine the 
appropriate person to uphold the amanah, and very mandate given must be exercised 
on the correct ground, or in other words do not waste the trust given. Each 
individuals will receive amanah and responsibility accordingly to their ability as the 
provision by Allah SWT(Saba' 34:46; Ali Imran 3: 100). 
The manager must look at his position positively and the amanah as the gift of Allah 
SWT according to his ability as an effective leader. Amanah is the foundation of 
personal sincerity and superiority as an Islamic leader in preserving what is entrusted 
to him whether the command of Allah SWT or from the person he led (an-Nisa 
4:58). Rasulullah SAW explained that each servant who performs Allah SWT 
amanah will be favoured by Allah SWT (al-Tabrani 1983: 20232). While Ibn 
Taymiyyah ( I 971 ), states that a leader should implement the mandate given 
according to Allah's ruling and command while avoiding injustice.This assertion is 
backed by Abdullah (2014), stating that the attitude of leaders according to Islam are 
trustworthy, honest, fair, responsible and caring for the welfare of members of the 
organization. It can be practiced by giving the guidance and encouragement to them 
in increasing identity as the believer in Islam. Amanah in carrying out leadership 
affairs involves fairness to obtain a decision that prioritizes the rights and interests of 
organizations members. Thus, the trust becomes an obligation in the leadership of 
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organization 111 ensuring every goal rs achieve through consensus and amanah 
(Suhana et al., 2016). 
2.5 Work Commitment 
Making people what they are supposed to do requires a certain degree of 
commitment, which can only be, achieved through motivation. It is an established 
fact that the way a manager behaves or deals with the subordinates determines the 
level and vitality of their motivation and commitment to a great extent. The Holy 
Quran too speaks about this golden rule: 
"So by mercy from Allah, [O Muhammad], you were lenient with them. 
And if you had been rude [in speech} and harsh in heart, they would have 
disbanded from about you. So pardon them and ask forgiveness for them 
and consult them in the matter. And when you have decided, then rely 
upon Allah. Indeed, Allah loves those who rely [upon Him}." 
(Ali-Im ran 3: I 59) 
This beautiful Ayat emphasizes upon two aspects: one, that compassionate and 
sympathetic behavior towards companions and followers, and second, the adoption 
of participatory approach when dealing with them i.e. consulting them, is the most 
effective way of management. If this golden rule is not observed then "they will 
disappear from you" i.e. they won't pay attention nor any interest in you or what 
your work entails. Both these golden rules play vital role in the motivation of 
subordinates and inculcating in them the spirit of commitment and passion for work. 
Work commitment is related to individual's concern towards the organizational 
achievement and advancement based on goals and vision being interpreted by 
groups of people in the specific field (Suhana et al., 2016; Lokman, 2007). Shura 
implementation creates work commitment among organization members in addition 
to determining improvement in performance and success (Shahmila, 2013) .  The 
theory of commitment by Meyer and Allen (200 I )  emphasized that leadership is 
capable of encouraging organizational members to maintain loyalty to organization 
and improve work quality as elements of responsibility, cooperation, discipline, 
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competence, and contained the relationship to the organization. Mowday et. al. 
(2001) defines work commitment as power of sincerity and strength to carry out an 
individual task in organization. Cut Zurnali (20 I 0) explains that work commitment 
is a sense of sincerity and istiqamah in individual towards achieving the purpose and 
the value of an organization. While Robbin (20 I 0) defines work commitment as a 
high engagement of individual to his job and act as a professionals workforce who 
have a direct relationship with their organization. While Normala (2008) stated that, 
a meaningful commitment is behaviour of someone who emphasizes the effective 
aspect of staff towards the organization through the feeling of accepting the goals 
and values of the organization in individual and endeavouring achieving goals thus 
accepts organizational value. 
Work commitment is more geared towards individual in achieving organization's 
goals, willingness to work sincerely and willingly maintain his membership 111 
organization (Zahari, 2002). Supported by Gill (2011), that leader's role is to 
increase work commitment to achieve the vision and mission of the organization 
thru a strategy that can meet the goals of the organization. People are dreaming of 
having a good and skilled organization's leader that can improve the condusive 
working environment, increase motivation, and the value of his followers. Norazlen 
(2011),  stressed that commitment refers to the level of seriousness a person works 
towards an organization and its desire to strengthen mutual expertise. They felt the 
organization he belonged as part of himself and the success achieved is a success 
and excellence for him too. 
2.6 Summary of the Chapter 
This review of the related literature presented a discussion on the independent and 
dependent variable that is work commitment. The review also discusses the major 
factors that can influence the work commitment. The literature reviewed work as a 
good basis for developing a model to measure the factors that affect work 
commitment. The next chapter will be discussing about the methodology that 





This chapter explained the methodology and design which have been used for data 
collection and data process. It will explain the research design, methods of data 
collection, sampling design, instruments being used, construct measurement, data 
collection, processing of data and also the methodology used for data analysis. 
3.1 Research Design 
The study uses cross sectional survey design and applying quantitative research 
which collect numerical data and analyse by using statistical method (SPSS 
software). This research design is important to identify the feedback from the 
respondent by answering the questionnaire which relating to the dependent and 
independent variables. The result from this survey is useful to measure the 
relationship between variables. The data use for this study is from the primary 
sources. The data is collected by distributing questionnaire to the target population. 
3.2 Sampling Design 
Sampling design is the method chosen to select sample from the overall population 
in the study. Some important aspects of sampling design include population of the 
study, sampling frame, sample size, sampling technique and data collection 
procedure. Further discussions are as follows: 
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3.2.1 Population 
Population is referring to the subject of interest, group of people, others relevant 
subjects that the researcher wishes to study on (Sekaran and Bougie, 2013). The 
number of the population of northern region of RTD staffs comprised of 1 1 32  which 
includes multi-level staffs. 
3.2.2 Sampling Frame 
According to Gliner, Morgan and Leech (2009), sampling is the process of selecting 
parts from a large group of people with the intent of generalizing from the sample 
which is the smaller group to the population (the large group). In statistics, a 
sampling frame is the source material from which a sample is drawn. It is a list of all 
those within a population who can be sampled, and may include individuals, 
households or institutions. Hence, sampling frame for the purpose of this study is a 
complete list of all RTD Staff in the northern region that researcher wish to study. 
3.2.3 Sampling Technique 
The number of 291 staffs are considered to be representative and considered as the 
minimum sample size at a confidence level according to Krejcie and Morgan 
formula (Sekaran and Bougie, 2013). 
Source : Krejcie and Morgan ( 1970) 
Table 3.1: Determining Sample Size from Population 





1600 3 1 0  
. .  
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This study has chosen Stratified Random Sampling technique. This sampling 
technique is the most efficient among all probability design. All groups are 
adequately sampled and comparisons among groups are possible. Firstly, the 
population of northern region of RTD staffs will be divided into 3 segments based 
on the locality of office. Thereafter, samples are drawn by random selection of 
subjects from each stratum in proportion to their original numbers in the population 
by using the random number generator application. 
3.2.4 Sample Size 
The questionnaires were distributed based on the proportion of the sample as 
described in the table below: 
Table 3.2: Proportion of Sample for the Studv 
Number of Propotion 
Disproportion 




1 RTD Perlis 166 15% 41 
2 RTD Kedah 549 48% 142 
3 RTD P.Pinang 4 17  37% 108 
TOTAL 1132 100% 291 
Source: Road Transport Department (RTD), June 2017 
3.2.5 Data Collection Procedure 
The self-administrated questionnaires have been distributed and it is very effective. 
The respondents can answer the questionnaire whenever they are convenient. In this 
study, the data were gathered two or three times over a period of three weeks. The 
process of data collection was conducted in a month on September and October 
20 l 7. The researcher distributed the questionnaires to the respondent at their offices 
41 
-- 
during business hour starting 9.00 am until 4.00 pm. According to the sample size, 
this study is expected to get 291 of the responses. A total of300 questionnaires were 
distributed. However, the total number of questionnaire returned and usable was 
only 222. 
At the beginning of the data collection process, the researcher went to the 
Administration Office at each of the RTD to get permission from the director to 
distribute the questionnaire among their staffs. However, some respondents did not 
have time to complete the questionnaire during their working hours or were not at 
the office because of other assignments and tasks. Hence, due to the time constraint, 
the respondents were required to return the questionnaire on other specific date after 
that. 
3.3 Measurement of Variables 
The construct of each variables used in this study are adapted by Suhana & Marzuki 
(2016) for the purpose of the study. There are 5 items for the contruct of each 
independent variable and 6 questions for dependant variable to use and it was 
operationalized on a five-point Likert scale format, ranging from ' I '  "strongly 
disagree" to '5' "strongly disagree". The above statement has been summarized in 
the table 3.3 below: 






Total of Items 
Independent Variables 
Openness 15  to 19 5 items 
Consensus 20 to 24 5 items 
Suhana & Marzuki 
Trust 25 to 29 5 items 
(2016) 
Counsel 30 to 34 5 items 




Staff's commitment 40 to 45 6 items Kalleberg A.L, 
Cook C.R. 
(1993) 
3.4 Operationalization of the Instrument 
In this research, the researcher uses the established instrument or construct 
developed by the previous researchers because the validity has been established by 
previous study. The questionnaire consists of Part A and Part B. Part A refers to the 
demographic factors (gender, age, grade and education level). Part B represents 
dependent variable and independent variables. Dependent variable in this study is 
staff's commitment in participative decision thru shura and independent variables 
consist of openness, consensus, trust, counsel and amanah. The construct and items 
chosen for this variable are as follows: 
Table 3. 4.: List of questionsfor Independent Variables 




Openness 5 The chairperson provides the opportunity Adapted from 
for subordinates to express opinions ID Suhana & 
shura. Marzuki 
The chairperson also interact with (2016) 
subordinates informally outside shura. 
The chairperson accept the view of the 
subordinates even conflicting with his 
personal view. 
The chairperson ensure the practice of 
communication between him and the 
shura members. 
The chairperson put the interests of the 
organization in decision making. 
Consensus 5 The chairperson encourage subordinates to Adapted from 
give their views during the shura. Suhana & 
The chairperson IS primarily concerned Marzuki 
with the organization collective (2016) 
achievement with subordinates. 
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Independent Total of Item 
Source 
Variables Items 
The chairperson gave the idea while 
planning an activity. 
The chairperson istiqomah (steadfast) with 
the decisions made in the shura. 
The chairperson involve in the activities 
along with the subordinates outside shura. 
Trust 5 Chairperson is willing to listen to the Adapted from 
problem highlighted by the subordinates. Suhana & 
The chairperson delegates the control to Marzuki 
subordinates. (2016) 
The chairperson delegates the 
responsibility to subordinates. 
The chairperson gave his confidence for 
other nerson to chair the shura. 
The chairperson communicate 
transparent I y. 
Counsel 5 Chairperson reminds the subordinates Adapted from 
about their task in organization. Suhana & 
The chairperson emphasized the need for Marzuki 
the staff to take care of Islamic morality (2016) 
(Akhlak). 
Chairperson delivers the advice to staff 
from time to time. 
The chairperson asked the staff to examine 
all points of view before making a 
decision in the shura. 
The chairperson always prudent to advise 
the staff. 
Amanah 5 Chairperson showed great amanah in Adapted from 
carrying out their duties. Suhana & 
The chairperson showed role model as an Marzuki 
amanah person to the staff. (2016) 
The chairperson associate the amanah to 
implement the shura decision. 
The chairperson monitor the job carried 
out by the staffs. 
The chairperson asked the staff to reflect 
on their amanah in carrying out the work. 
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Table 3.5: List of questions for Dependent Variables (Commitment) 




Commitment 6 I am willing to work harder than I have to 
in order to help this organization succeed. Marsden P.V, 
I feel very little loyalty to this Kalleberg 
organization. (Negative question) A.L, Cook 
I would take almost any job to keep C.R. 
working for this organization. (!993) 
I find that my values and the 
organization's are very similar. 
I am proud to be working for this 
organization. 
I would turn down another job for more 
pay in order to stay with this 
organization. 
After the compilation of questions, the researcher needs to comply with content 
validity where the researcher needs to discuss with the expert such as the research 
supervisor and some lecturers with the purpose of identifying the questions that can 
be used for this study and eliminate the questions that are not applicable for the 
study. Here, the experts that the researcher referred to are Associate Professor Dr. 
Ahmad Bashir Aziz, Associate Professor Dr. Selamah Maamor, Dr. Rosemaliza Ab. 
Rashid and Associate Professor Dr. Abu Bakar Hamed. Then, a simple questionnaire 
was developed in order to execute a pilot study. 
In addition to commitment item, the wording of question number 41 has been 
reversed to help prevent response bias. The negatively worded item needs to be 
reversed before a total score can be calculated for this scale. The researcher needs to 
ensure that all items are scored so that high scores indicate high level of 
commitment. This procedure is used on the negative worded questionnaire item to 
ensure that high score represents high level of the characteristic being measured 
(commitment). 
3.5 Pilot study 
Sekaran (2003) mentioned the implementation of the pilot study is to correct any 
inadequacies in the instruments prior to data collection and also identify the 
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difficulties in wording and translation in the questionnaires. Therefore, in this 
research a pilot study has been executed before the actual study is being performed. 
The main purpose of this pilot study was to pre-test the adequacy of the instrument 
and to assess whether the respondents are able to understand the questions and 
answer the questions or not. At the same time, the researcher wants to test the 
consistency and stability of the items used for this pilot study. The respondents 
selected for the pilot study involve a group of respondents that have similar 
characteristics with the actual respondent. In this research, the pilot study was 
implemented among the staffs in Perlis RTD. Thirty (30) sets of questionnaires were 
distributed by randomly to selected respondents. Results of the reliability test for the 
pilot study are as follows (please refer to Appendix B): 
Table 3. 6: Result for Reliability Test in Pilot Study 
Variable No. ofltems Cronbach's Alpha 
Openness 5 .628 
Consensus 5 .889 
Trust 5 .767 
Counsel 5 .876 
Amanah 5 .848 
Commitment 6 .793 
3.6 Reliability of the instrument 
Reliability test will be performed by using Cronbach's Alpha. This test will indicate 
how well the items positively correlated to one another. If the result of Cronbach's 
alpha is close to I, it means the reliability of the measure is higher (Sekaran and 
Bougie, 2013). This is well supported by Sekaran and Bougie (2013), if the 
reliabilities are over 0.80 can be considered as good, those in the 0.70 range are 
acceptable and if less than 0.6 can be considered to be poor. Table 3.6 shows the 
result of reliability test in this study. 
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Table 3. 7: Reliabilitv Test Result 
Cronbach's 
Cronbach's 
Variable No. ofltems Alpha of Previous 
Alpha 
Study 
Openness 5 .937 .762 
Consensus 5 .857 .840 
Trust 5 .751 .810 
Counsel 5 .808 .857 
Amanah 5 .869 .898 
Commitment 6 .931 .757 
As presented on table 3.7, the value of Cronbach's Alpha values is in the range 
between .757 until .898 whereby the value is closer to I suggesting very good 
internal consistency. As recommended by De Vellis (2012), a value above .70 is 
considered acceptable; however values above .80 are preferable. amanah scored the 
highest reliability of .898 followed by the counsel with the score of .857, consensus 
with the score of .840, trust with the score of .8 10  and openness with the score of 
.894. Meanwhile, commitment (DY) contributes the lowest reliability value of this 
data where the value is .757 (please refer to Appendix D). 
3.7 Normality Test 
Pallant (2013) suggested that most of inferential statistical techniques assumed that 
the distribution of scores on the dependent variable is on normal distribution. Coakes 
and Steed (2007) provided that there are two main techniques employed in order to 
determine the normality of the data which were graphical technique and also 
statistical technique. Among commonly used graphical techniques are by using 
histograms, stem-and-leaf plots, boxplots, normal probability plots and detrended 
normal plots. While for statistical technique, available test of normality are 
Kolmogorov-Smirnov, Shapiro-Wilk, Skewness and Kurtosis. 
In this study, dependent and independent variables involved were examined through 
IBM SPSS statistics in order to ensure there is no violation of normality assumption 
using a certain procedure as recommended by Pallant (2013). During the procedure, 
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the outlier cases were removed from the analysis since many statistical techniques is 
sensitive to outliers case. 
In this study, the first medium to examine the normality of the data is using the 
graphical analysis which is based on Normal Q-Q Plot. The normal distribution will 
outline a straight diagonal line and the plotted data values are parallel to the 
diagonal. Coakes and Steed (2007) affirmed that if the samples of the study came 
from normal distribution, subsequently the cases will fall more or less in a straight 
line. Results from the Normal Q- Q Plot of all the variables showed almost all data 
distributions were plotted closely follows the straight line (please refer to Appendix 
E). 
The second medium to assess the normality of the data is using Skewness and 
Kurtosis values. According to Pallant (2013), Skewness and Kurtosis refer to the 
shape of distribution and widely used for interval or ratio type of data. Skewness 
index provided an indication of the symmetry distribution while Kurtosis on the 
other hand provided information on the peakedness of the distribution. Skewness 
and Kurtosis value of O specified a perfect normal distribution of the data; however 
this was an uncommon occurrence m the area of the social science research. 
Trochim and Donnelly (2006), Field (2009), Gravetter and Wallnau (2014) 
suggested the acceptable limits of +2 to -2 for Skewness and Kurtosis indices 
statistics. Table below summarized the results for Skewness and Kurtosis indices for 
the study: 
Table 3.8: Summary Results of the Skewness and Kurtosis of the Variables 
Variables Skewness Kurtosis 
Openness -.539 .907 
Consensus -.518 .496 
Trust -.378 .176 
Counsel -.261 -.277 
Amanah -.512 .045 
Commitment -.263 -.462 
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As shown in Table 3.8, all the variables involved in the study shows Skewness and 
Kurtosis to appear within the range of +2 to -2. Therefore, based on the above 
results, researcher can conclude that the distribution scores of this study are normal 
and did not violate the normality assumption for the inferential analysis. 
3.8 Questionaire Development 
The type of data gathered for this study was from the primary sources. The data is 
collected by distributing questionnaire to the target population. Self-administered 
questionnaires are used in order to collect data in this study. A total of 300 
questionnaires were distributed in order to get 291 questionnaires targeted by the 
study. However only 278 questionnaires are returned and 222 are usable and 
retained for further analysis of the data. The questionnaires were distributed to 
respondents ofRTD staff in the northern region and were written in Malay language. 
Table 3.9 will show the result of questionnaire return rate: 
Table 3.9: Summarv Results of the Ouestionaire Return Rate 
Questionnaires Total Percentage 
Required 291 100% 
Distributed 300 103% 
Returned 278 92.7% 
Incomplete/Unusable 56 20.2% 
Completed/Usable 222 79.8% 
3.9 Data Analysis 
This study employed IBM SPSS Statistics software version 2 1  for both descriptive 
and inferential statistic. Descriptive statistic is used to interpret data in general, while 
inferential statistic is used for the purpose of hypothesis testing through Independent 
Sample T-Test, Analysis of Variance (ANOVA), Pearson Correlation and Multiple 
Linear Regression. 
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3.9.1 Descriptive Statistics 
Descriptive analysis is used to describe the characteristics of the sample in the study 
and providing variety of information (Pallant. 2013). Other than that, descriptive 
statistics was also commonly used to check variables in the study for any violation 
of the assumptions underlying the statistical technique that will be used to answer 
specific research questions later. 
According to Pallant (2013), in research that involved human as samples, it is useful 
to collect information on number of people, frequency of male and female in the 
sample, the range and mean of ages, education level and any other relevant 
background information that will best described the sample in the study. Moreover, 
in testing of assumptions, it usually will involve obtaining descriptive statistics of 
variables in the research. 
These descriptive statistics includes mean, standard deviation, range of scores and 
distribution of scores on continuous variable (skewness and kurtosis). Hair et al. 
(1998) mentioned that kurtosis is the "peakedness" or "flatness" of the distribution 
compared with the normal distribution. Thus, skewness can be used to describe the 
balance of the distribution of the data. Hence, for purpose of this research, all data 
obtained from Section A, B and C of the questionnaire is used in order to investigate 
the descriptive statistics. 
3.9.2 Inferential Statistics 
Inferential Statistics are used to infer from the data through analysis in order to 
achieve the research objectives in this study. Therefore, for the purpose of this study, 
inferential statistics are used through the analysis of Independent Samples T-Test, 
One-Way ANOVA, Pearson Correlation and Multiple Regressions. 
3.9.2.1 Independent Sample T-Tcst 
Independent Samples T-Test is used to compare the means of two independent 
groups. According to Pallant (2016), Independent Samples T-Test is used when we 
so 
want to compare the mean scores of two different groups of people or conditions. 
Independent Samples T-Test compare the values on some continuous variable for 
two groups or on two occasion. Before undertaking the Independent Samples T-Test 
analysis, there are number of assumptions that you will need to check before 
conducting these analyses. The generic assumption underlying oft-test were scale of 
measurement, random sampling and normality distribution of the data. 
3.9.2.2 One Way ANOVA 
One-way Analysis of Variance (ANOVA) involves one categorical independent 
variable which has a number of different levels. These levels correspond to the 
different groups or condition. According to Pallant (2013), ANO VA is used when 
there was one independent (grouping) variable with three or more distinct categories 
and one dependent continuous variable. ANOVA tests only provided information on 
whether there was significant difference or not between group means being 
compared. If there were differences, ANOVA informed the state of which group 
mean was higher and which was lower. To determine which mean was higher or 
lower, Post I-Toe Test should be conducted. Before performing One-way Analysis of 
Variance (ANOVA) test, certain requirements must be satisfied which are if the data 
distribution were normal and the data has the same variance (Veloo & Raman, 
2013). This was to validate that all compared groups are originated from the same 
population. 
3.9.2.3 Pearson Correlation Coefficient 
Pearson Correlation analysis is carried out to determine the relationship between the 
dependent and independent variables. In this study, the hypotheses are tested using 
Pearson Correlation to describe the strength and direction of the relationship 
between two variables on an interval measurement of scale. The positive correlation 
indicates that as one variable increase the other factor will increase too. A negative 
correlation indicates that as one variable decrease and the other factor will decrease 
too. According to Veloo and Raman (2013), correlation analysis has a number of 
underlying assumptions such as follows: (i) Related pair, (ii) Scale of Measurement, 
(iii) Normality, (iv) Linearity, and (v) Homoscedasticity. 
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3.9.2.4 Multiple Regression 
The multiple linear regressions is used in the hypothesis to determine whether the 
independent variables explain a significant variation in the dependent variable 
whether a relationship exists and set the mathematical equation relationship relating 
the independent and dependent variables. As stated by Coakes and Steed (2007), the 
result of regressions is an equation that represents the best prediction of a dependent 
variable from several independent variables. According to Coakes and Steed (2007), 
there are four main assumptions underpinning the use of regression which are (i) 
Ratio of cases in independent variables, (ii) outliers, (iii) multicollinearity and (iv) 
Linearity, normality and homoscedasity. For the purpose of this research, the 
researcher simply expanded the formulation of the multiple regression model as 
shown in Figure I .  
Fieure 3.1: Formula of Multiple Linear Reeressions 
Y = a +  blxl + b2x2 + b3x3 + b4x4 + bSxS 
Where a =  Intercepts (constant) 
Y = Staffs work commitment (dependent variable) 





The statistical tools that were used in interpreting the data were in accordance with 
the research hypothesis. This is presented in the table 3.9 below: 
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Table 3.10: Summarv of the Data Analvsis Techniques 
Hypotheses Test 
Ho 1 . 1  :  There is no significant difference between male and Independent 
female staff on their commitment. Sample T-Test 
Ho 1 .2 :  There is no significant difference between staff One Way ANOVA 
education level on their commitment. 
Ho 1 .3 :  There is no significant difference between age of staff One Way ANOVA 
on their commitment. 
Ho 1 .4  :  There is no significant difference between the grade One Way ANOVA 
of staff on their commitment. 
Ho2. l :  There is no relationship between openness in shura 
application towards staff's work commitment. 
Ho2.2: There is no relationship between consensus in shura 
application towards staffs work commitment. 
Ho2.3: There is no relationship between trusts in shura 
Pearson Correlation 
application towards staff's work commitment. 
Coefficient 
Ho2.4: There is no relationship between counsel in shura 
application towards staffs work commitment. 
Ho2.5: There is no relationship between amanah in shura 
application towards staff's work commitment. 
Ho3: The five determinant factors (Openness, Consensus, Multiple 
Trust, Counsel, Amanah) will significantly explain the Regression 
variance in the staffs work commitment thru shura 
application. 
3.10 Summary of the Chapter 
In this chapter, the research methodology is crucial to address the research problem 
as well as research questions. All the steps starting from collecting the data until the 
tools to analyse the data were discussed in this chapter. The next chapter would be 
the continuation of this chapter, which are findings of the data analysis. 
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CHAPTER4 
FINDINGS OF THE STUDY 
4.0 Introduction 
This chapter discusses the findings or the results obtained from the analysis. 
Through data collected, the factor analysis will be conducted in order to validate the 
instruments followed by the reliability test. All the data analysis already mentioned 
in the previous chapter will be thoroughly discussed in this chapter. 
4.1 Research Response 
A total of 300 sets of questionnaire were distributed to the respondents and a total of 
278 were returned. The total returned representing a response rate of 92.7 per cent, 
which is considered acceptable. In addition, from 278 questionnaires returned, only 
222 are usable. The response rate was considered adequate for this research. 
4.2 Demographic Characteristics of Respondents 
The respondents participated in this study consist of the RTD's staffs in the northern 
region. Table 4.1 shows the distribution of respondents involved in this study. 




Percentage (%) Profile Data 
Gender Male 104 46.8 
Female 1 1 8  53.2 
Education SPM and below 76 34.2 
STPM/Certficate/Diploma 1 1 8  53.2 
Bachelor Degree 24 I 0.8 







Age 29 years and below 42 l 8.9 
30 - 39 years 109 49.1 
40 - 49 years 44 l 9.8 
50 years and above 27 12.2 
Marital Status Single 27 12.2 
Married 192 86.5 
Divorced/Widowed 3 I .4 
Working S 7 years 37 16.7 
Experience 
8 - 14 yers 100 45.0 
1 5 - 2 1  years 33 14.9 
::: 22 years 52 23.4 
Grade 1 0 - 2 0  103 46.4 
(Rank) 
21 -30  90 40.5 
3 1 - 4 0  19 8.6 
41 and above 1 0  4 . 5  
In this research, the total numbers of respondents are 222 consisting staffs from RTD 
in the northern region area. Six demographic factors are reported, namely gender, 
education level, age group, marital status, working experience and grade. Table 4.1 
shows among 222 respondents, 104 (46.8 percent) of them are male, while the rest 
of 1 1 8  (53.2 percent) are female. 
In terms of highest education level, 34.2 percent of the respondents hold SPM and 
below qualification while another 53.2 percent possess a STPM, certificate or 
Diploma. Meanwhile, I 0.8 percent of the respondents held a Bachelor Degree while 
the rest of 1 .8  percent held a Master Degree. While for the age group, most of the 
respondents are in the range of age between 30-39 years old where the amount is 
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109 which is equivalent to 49.1 percent. This is followed by the respondents in the 
age of between 40 to 49 years where the number of respondents involved is 44 
which is equivalent to 19.8 percent. Meanwhile, 42 of 222 of the respondents are in 
the age range 29 years and below. The percentage in this age is 18 .9  percent. There 
are only 27 of respondents who are in the age of above 50 years involved in this 
study which comprised of only 12.2 percent. 
Majority of the respondents are married with the total of 192 (86.5 percent). While 
the rest of 27 percent or 12.2 respondents are still single. Meanwhile, total 
respondents who are widowed or divorced consist of 3 (1.4 percent). 
In term of the respondents' working experience, majority of I 00 respondents have 
working experience of 8 years to 14 years. While 52 respondents has been working 
for more than 22 years. Meanwhile, 37 respondents are in the range of below 7 years 
of services. The rest 33 respondents are in the range 1 5  years to 21 years of services. 
Findings from the data collection shows I 03 out of 222 filling the grade IO to grade 
20 while 90 of the respondents were in grade 21 to grade 30. Another I 9 respondents 
filling the grade 3 1  to grade 40 and lastly 10 respondents were in grade 41 and above 
(management and administration group). 
4.3 Work Commitment towards Openness, Consensus, Trust, Counsel and 
Amanah in Shura Application 
This section required the researcher to identify the level of each element of work 
commitment toward openness, consensus, trust, counsel and amanah in shura 
application. Therefore, the mean score for each independent variable will be 
verified. 
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4.3.1 Respondents' Work Commitment Towards S/111ra Application 
Table 4. 2: Results of Mean Score for Commitment 
Code Item Mean 
Komitmen40 I am willing to work harder than I have to in order 4.20 
to helo this organization succeed. 
KomitmenR I feel very little loyalty to this organization. (N) 4.36 
Komitmen42 I would take almost any job to keep working for 3.87 
this organization. 
Komitmen43 l find that my values and the organization are very 3.72 
similar. 
Komitmen44 I am proud to be working for this organization. 4 . 1 5  
Komitmen45 I would turn down another job for more pay m 3.63 
order to stay with this organization 
As presented in Table 4.2, the mean for each item of commitment are 4.20, 4.36, 
3.87, 3.72, 4. 15,  and 3.63 respectively. Almost 86.5 percent of the respondents 
agreed that they are willing to work harder in order to help the organization succeed. 
Meanwhile, 79.2 percent have the loyalty to the organization. 157 out of 222 
respondents would take any job to keep working for the organization. Besides that, 
14 1  respondents found that their values and the organization are very similar. In 
addition, 8 1 . 5  percent of respondent are proud to be working for this organization. 
Last but not least, l 33 out of 222 respondents would turn down another job for more 
pay in order to stay with this organization. 
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4.3.2 Respondents' Openness towards Work Commitment in Shura 
Application 
Table 4.3: Results of Mean Score for Openness 
Code Item Mean 
Openl5 The chairperson provides the opportunity for 4. 17 
subordinates to exoress oninions in shura. 
Open I 6 The management also interact with subordinates 3.77 
informallv outside shura. 
Openl7 The chairperson accept the view of the subordinates 3.59 
even conflicting with his personal view. 
Open18 The chairperson ensure the practice of 4.00 
communication between him and the shura 
members. 
Open 19 The chairperson put the interests of the organization 4.01 
in decision makinz. 
Table 4.3 demonstrated results of mean score for descriptive analysis of the 
openness towards staffs work commitment in shura application. It showed that the 
mean for every item are 4. I 7, 3.77, 3.59, 4.00 and 4.01 respectively. A total of 190 
respondents out of 222 respondents agreed that the chairperson provides the 
opportunity for subordinates to express opinions in shura. While I 56 respondents 
believed the management also interact with subordinates informally outside shura. 
There were only a total of 58 percent of the respondents feel that the chairperson 
accepts the view of the subordinates even conflicting with his personal view. 
Additionally, 8 1 . 1  percent of the respondents believed that the chairperson ensure 
the practice of communication between him and the shura members. Lastly, 172 
respondents agreed that the chairperson put the interests of the organization in 
decision making. 
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4.3.3 Respondents' Consensus towards Work Commitment in Shura 
Application 
Table 4.4: Results of Mean Score for Consensus 
Code Item Mean 
Consensus20 The manager encourage subordinates to give their 4.03 
views durinz the shura. 
Consensus2 1 The manager IS primarily concerned with the 4.00 
organization collective achievement with 
subordinates. 
Consensus22 The manager gave the idea while planning an 4.02 
activitv. 
Consensus23 The manager istiqomah (steadfast) with the 3.84 
decisions made in the shura. 
Consensus24 The manager involve in the activities along with the 3.79 
subordinates outside shura. 
As shown in Table 4.4 was the results of mean score for independent variable 
number two which is consensus. The mean for each item are 4.03, 4.00, 4.02, 3.84 
and 3.79 respectively. This result indicated most of the respondents agreed with all 
the items in this variable. However, 5 1  out of 222 respondents disagreed with the 
variables. This group only consisted of 22 percent from the total respondents. Thus, 
it will not affect the result of the study at all. 
4.3.4 Respondents' Trust towards Work Commitment in Shura Application 
Table 4.5: Results of Mean Score for Trust 
Code Item Mean 
Trust25 Chairperson is willing to listen to the problem 3.94 
hizhlichted bv the subordinates. 
Trust26 The chairperson delegates the control to 3.84 
subordinates. 
Trust27 The chairperson delegates the responsibility to 3.89 
subordinates. 
Trust28 The chairperson gave his confidence for other 3.62 
oerson to chair the shura. 
Trust29 The chairperson communicate transparently. 3.87 
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Table 4.5 above shows the descriptive analysis of the trust towards work 
commitment in shura application. The mean value for each item is 3.94, 3.84, 3.89, 
3.62 and 3.87 respectively. The mean is lower as compared with other items in other 
variables since most of the respondents had to choose "agree" as their answer for 
each question. There are 165 respondents who agree that the chairperson is willing 
to listen to the problem highlighted by the subordinates. In addition, there are 70.3 
percent of respondents who believed that chairperson delegates the control to 
subordinates. In addition, 73.9 percent of them said that the chairperson delegates 
the responsibility to subordinates. Meanwhile, there are 134 and 159 of respondents 
who believed the chairperson gave his confidence for other person to chair the shura 
and also communicate transparently. 
4.3.5 Respondents' Counsel towards Work Commitment in Shura Application 
Table 4. 6: Results of Mean Score for Counsel 
Code Item Mean 
Counsel30 Chairperson reminds the subordinates about their 4.05 
task in organization. 
Counse13 I The chairperson emphasized the need for the staff 4.06 
to take care of Islamic morality (Akhlak). 
Counsel32 Chairperson delivers the advice to staff from time to 4.01 
time. 
Counsel33 The chairperson asked the staff to examine all 3.91 
points of view before making a decision in the 
shura. 
Counsel34 The chairperson always prudent to advise the staff. 3.97 
Based on Table 4.6, the mean for each item in training is as fol lows: 4.05, 4.06, 4.01 ,  
3.91 and 3.97 respectively. There are I 79 respondents said that the chairperson 
reminds the subordinates about their task in organization. Moreover, 182 
respondents agree that the chairperson emphasized the need for the staff to take care 
of Islamic morality (akhlak). Meanwhile, 172 out of 222 respondents claimed that 
they were advised from time to time. In addition, 166 of respondents agree that the 
chairperson asked the staff to examine all points of view before making a decision in 
the shura. Last but not least, 172 respondents agree that their chairperson always 
prudent to advise the staff. 
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4.3.6 Respondents' Amanah towards Work Commitment in S/111ra Application 
Table 4 7· Results of Mean Score for Amanah 
Code Item Mean 
Amanah35 Chairperson showed great amanah in carrying out 4.03 
their duties. 
Amanah36 The chairperson showed role model as an amanah 3.97 
person to the staff. 
Amanah37 The chairperson associates the amanah to 3.98 
implement the shura decision. 
Amanah38 The chairperson monitor the job carried out by the 3.86 
staffs. 
Amanah39 The chairperson asked the staff to reflect on their 4.08 
amanah in carrvina out the work. 
As shown in Table 4.7 was the results of mean score for independent variable 
number five which is amanah, The mean for each item are 4.03, 3.97, 3.98, 3.86 and 
4.08 respectively . .  A  total of 173 respondents out of222 respondents agreed that the 
Chairperson showed great amanah in carrying out their duties. While 172 
respondents believed the chairperson showed the amanah role model to the staff. 
There were a total of 76. 1  percent of the respondents feel that the chairperson 
associates the amanah to implement the shura decision. Additionally, 71 .7  percent 
of the respondents believed that the chairperson has monitoring the job carried out 
by the staffs. Lastly, 173 respondents agreed that the chairperson asked the staff to 
reflect on their amanah in carrying out the work. 
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4.4 Differences between Demographic Factors and Staffs Work 
Commitment in S/111ra Application 
In order to test the first research questions, whether there were any differences 
between respondents' selected demographic profiles (gender, age group, marital 
status, level of education, working experiences, grade) towards work commitment 
in shura application in order to analyse the Hypotheses One (Hl).  The test of 
differences employed for this study was Independent Sample T-Test and One-Way 
ANOVA. Independent Sample T-Test analysis is conducted to test the hypothesis 
one in terms of gender group. Meanwhile, One-Way ANOVA is used to examine the 
significant difference between demographic factors that have more than two groups 
with work commitment through shura application. There are four hypotheses that 
had been analysed based on gender, age group, level of education and grade of the 
staffs. 
Prior to proceeds to the results produced by Independent Sample T-Test and One­ 
Way ANOVA, the data should meet the assumption of the homogeneity of variances 
through Levene Test for homogeneity of variances. According to Pallant (2013), 
Levene test is used to test whether the variance of scores between groups were the 
same. This test can only be conducted if the two group s belonged to the same 
population. The significance value for Levene test should be larger than .05 in which 
signified the variance assumed as equal. These statements are used to interpret the !­ 
value as well as the standard deviation. In contrast, if the Levene's test provided 
significant value which is equal or less than .05, this means that the variance 
assumed is not equal. Hence, it can be concluded that the variance for the two tested 
groups were not the same. 
4.4.l Differences between Gender and Work Commitment through Shura 
Application 
Independent Sample T-Test analysis was conducted to test null hypothesis one 
(Ho la) in terms of gender which was as follows: 
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Ho 1 a : There is no significant difference between male and female staff on their 
work commitment. 
Hal a :  There is significant difference between male and female staff on their work 
commitment. 





Male 4.17 .58 
3.28 .001 
Female 3.87 .53 
Based on Table 4.8, the significant value of knowledge in a Levene's test is 0.17 
which is greater than 0.05. This means that the variance for both groups is the same 
and fulfilled the assumption of homogeneity of the variance for this test. Since the 
variance is equal, the mean value of these two groups is from the same population. It 
was found that the mean efficacy for male is 4 . 17  and for females is 3.87. The 
significant value obtained is 0.001 which is less than 0.05. Thus, the null hypothesis 
(Ho 1 a) is rejected. It can be concluded that there is significant differences between 
male and female staffs work commitment through shura application. As a result, 
Ha I a is accepted. 
4.4.2 Differences between Age Gronp and Work Commitment through Shura 
Application 
One-Way ANOVA analysis was conducted to test null hypothesis one (Holb) m 
terms of age group which was as follows: 
Ho I b :  There is no significant difference between age of staff on their commitment. 
Ha 1 s : There is significant difference between age of staff on their commitment. 
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Table 4 .9 :  The Difference between Aoe Group and the Work Commitment 




Below 29 3.94 .55 
30-39 3.91 .53 
4.13 .007* 
40-49 4.04 .63 
50 & above 4.31 .5 1  
* ANO VA was significant at p< .05 
One-Way ANOVA between-groups analysis of variance was conducted to 
investigate the impact of age group on the work commitment through shura 
application. Respondents were divided into four groups according to their age 
groups (Group I :  below 29 years; Group 2: 30-39 years; Group 3:40-49 years; 
Group 4: more than 50 years). The significance value of Levene test for 
homogeneity of variances was .297. As this was greater than .05 (p>.05), we have 
not violated the homogeneity of variance assumption. 
The result from One-Way ANOVA analysis above indicated that the F-value was 
4 . 13  (degree of freedom=2) at the significant value of .005. Since the significance 
value was less than .05 (p<0.05), indicating a statistically significant result 
somewhere among the age groups. Thus, the null hypothesis was rejected. 
Therefore, this study concluded that there was a significant difference between age 
group and the work commitment towards shura application. 
For multiple comparisons, we should look at Post Hoc Test table if we found a 
significant in the overall ANOVA if the Sig. value was equal to or less than .05. 
Only group I (below 29), group 2 (30-39) and group 4(50 and above) are 
significantly different from one another at p<.05 in terms of their optimism scores. 
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4.4.3 Differences between Education Level and Work Commitment through 
Shura Application 
One-Way ANOVA analysis was conducted to test null hypothesis one (HOie) m 
terms of education level which was stated as follows: 
Ho I c : There is no significant difference between staff education level on their 
commitment. 
Ha le  :  There is significant difference between staff education level on their 
commitment. 
Table 4.10 : The Difference between Education level and the Work Commitment 




SPM & Below 4.04 .58 
STPM/Certificate/Diploma 3.94 .58 
.546 .652* 
Bachelor Degree 4.05 .50 
Master Degree 4.08 .22 
* ANO VA was significant at p< .05 
One-Way ANOVA between-groups analysis of variance was conducted to 
investigate the impact of education level on the work commitment through shuro 
application. Respondents were divided into four groups according to their education 
level (Group I :  SPM and below; Group 2: STPM/Certificate/Diploma; Group 3: 
Bachelor Degree; Group 4: Master Degree). The significance value of Levene test 
for homogeneity of variances was .336. As this was greater than .05 (p> .05), we 
have not violated the homogeneity of variance assumption. 
The result from One-Way ANOVA analysis above indicated that the F-value was 
.546 (degree of freedom=2) at the significant value of .005. Since the significance 
value was more than .05 (p<0.05), indicating a statistically no significant result 
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somewhere among the education level groups. Thus, the null hypothesis was fail to 
rejected. Therefore, this study concluded that there was no significant difference 
between education level and the work commitment towards shura application. 
For multiple comparisons, we should look at Post Hoc Test table if we found a 
significant in the overall ANO VA if the Sig. value was equal to or less than .05. No 
group are significantly different from one another at p<.05 in terms of their 
optimism scores. 
4.4.4 Differences between Grade of Staff and Work Commitment through 
Sh ura Application 
One-Way ANOVA analysis was conducted to test null hypothesis one (HOid) in 
terms of grade which stated as follows: 
Ho 1 ct :  There is no significant difference between grade of staff on their commitment. 
Hald :  There is significant difference between grade of staff on their commitment. 





10-20 3.94 .52 
21-30 3.94 .58 
.378 . 0 1 1  *  
31-40 4.36 .68 
41-50 4.20 .40 
* ANO VA was significant at p< .05 
One-Way ANOVA between-groups analysis of variance was conducted to 
investigate the impact of grade of the staff on the work commitment through shura 
application. Respondents were divided into four groups according to their age 
groups (Group I :  Grade 10-20; Group 2: Grade 21-30 ;  Group 3 :  Grade 3 1-40 ;  Group 
4: Grade 41-50) . The significance value of Levene test for homogeneity of variances 
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was .129. As this was greater than .05 (p>.05), the homogeneity of variance 
assumption were not violated. 
The result from One-Way ANOVA analysis above indicated that the F-value was 
.378 (degree of freedom=2) at the significant value of .005. Since the significance 
value was less than .05 (p<0.05), indicating a statistically significant result 
somewhere among the grade group. Thus, the null hypothesis was rejected. 
Therefore, this study concluded that there was a significant difference between grade 
of staff and the work commitment towards shura application. 
For multiple comparison, we should look at Post Hoc Test table if we found a 
significant in the overall ANOVA if the Sig. value was equal to or less than .05. 
Only group I (Grade I 0-20), group 2 (Grade 21-30) and group 3(Grade 31-40) are 
significantly different from one another at p<.05 in terms of their optimism scores. 
4.5 Correlation between Commitment and Factors Affecting Commitment 
The Pearson. correlation was used to determine the relationship between the two 
variables in which the lower scale is based on an interval scale. It will discuss the 
relationship between knowledge (DV) with all the independent variables involved. 
To interpret the correlation coefficient, researcher examines the coefficient and its 
associated significant value (p). Before coming out with the correlation output, the 
researcher need to fulfill several assumptions mentioned in the previous chapter. It is 
noted that the scale of measurement of the data is an interval, and the data are also 
normally distributed. Thus, there is no violation to the assumption testing. 
Meanwhile, it showed that there is linearity between the two variables involved. The 
last assumption for the correlation is related to the homoscedasticity. The scatter plot 
showed that there is no obvious pattern and it indicates that homoscedasticity is in 
the set of independent variables (Appendix H). In order to read the correlation 
coefficient result, researcher needed to examine the correlation coefficient (perfect 
correlation coefficient, r = + I or -I) and its associated significant value (p<.O I (99 
percent confidence level) or p<.05 (95 percent confidence level)). The output of 
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correlation analysis also provided the researcher with information on the strength of 
relationship and also the direction of relationship (positive or negative) between 
independent variables and dependent variables. Following are the hypotheses two 












There is no significant correlation between openness m shura 
application towards staffs work commitment. 
There is significant correlation between openness in shura application 
towards staffs work commitment. 
There is no significant correlation between consensus m shura 
application towards staffs work commitment. 
There is significant correlation between consensus in shura application 
towards staffs work commitment. 
There is no significant correlation between trusts in shura application 
towards staffs work commitment. 
There is significant correlation between trusts m shura application 
towards staffs work commitment. 
There is no significant correlation between counsel m shura 
application towards staffs work commitment. 
There is significant correlation between counsel in shura application 
towards staffs work commitment. 
There is no significant correlation between amanah m shura 
application towards staffs work commitment. 
There is significant correlation between amanah in shura application 
towards staffs work commitment. 
Table 4 . 1 3  below show the results of the correlation between commitment and all 
independent variables that might affect comm itment. 
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A /° hSJ Th W. kC b I  c T, I  ab e 4.12: orre a/ion e/Ween or ommitment roust tura 'nn. ication 
Variables Correlation Significant Level 
Openness .38** .000 
Consensus .48** .000 
Trust .45** .000 
Counsel .44** .000 
Amanah .52** .000 
**Correlation was significant at the 0.01 level 
_ ....... 
Based on Table 4.12, the relationship between dependent variable, the work 
commitment through shura application and the independents variables namely 
openness, consensus, trust, counsel and amanah was investigated using Pearson 
correlation coefficient. Preliminary analyses were performed to ensure no violation 
of the assumptions of normality, linearity and homoscedasticity. 
Table 4 . 12 shows the result of correlation analysis between work commitment in 
shura application (DY) and openness (IV) which was number one independent 
variable for this study. The Pearson correlation coefficient (r) between both variables 
was .38 which was significant at 0.01 levels. As such, there was significant 
relationship between work commitment and openness in shura application at 
significant level of .000 (p<.01). According to Hinkle, Wiersma and Jurs (1998), this 
specified that there was a moderate positive relationship (r=.38) between work 
commitment and openness in shura application. Consequently, the null hypothesis 
(Ho2a) was rejected and the alternative hypothesis (Ha2a) would be accepted. 
Next, for consensus which was independent variable number two for this study, the 
Pearson correlation coefficient(r) between work commitment in shura application 
and consensus was .48 whereas the correlation was significant at 99 percent 
confident level (.01 levels). In this study, the significant value for consensus was at 
.000. As suggested by Hinkle et al. (l 998), this indicated that there was a moderate 
positive relationship (r=.48) between work commitment through shura application 
and consensus. Since there was significant relationship (p<.01) between work 
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commitment m shura application and consensus, the null hypothesis (Ho2b) is 
rejected and the alternate hypothesis (Ha2b) was accepted. 
Meanwhile, Table 4.12 above also displayed the result of correlation analysis 
between work commitment through shura application and trust which was 
independent variable number three for this study. The table indicated that the 
Pearson correlation coefficient (r) of these variables was .45 where the correlation 
was significant at 0.01 levels with the significant value for this variable was at .000. 
Hence, this would verify that there was a significant positive relationship between 
work commitment through shura application and consensus whereas the strength of 
relationship between both of these variables were considered as a moderate 
relationship (r=.45) as recommended by Hinkle et al. (1998). For that reason, the 
null hypothesis (Ho2c) is rejected while the alternative hypothesis (Ha2c) is 
accepted. 
ln addition, Table 4.12 above also presented the result of correlation analysis 
between the work commitment through shura application and counsel which is 
independent variable number four for this study. The table indicated that the Pearson 
correlation coefficient (r) of these variables was .44 where the correlation was 
significant at 0.01 levels with the significant value for this variable at .000. 
Therefore, this would verify that there was a positive relationship (r=.44) between 
work commitment through shura application and counsel with moderate level of 
relationship. For that reason, the null hypothesis (Ho2d) is rejected and at the same 
time the alternative hypothesis (Ha2d) is accepted. 
Finally, Table 4 . 12  also revealed the result of correlation analysis between the work 
commitment through shura application and amanah. The star(**) sign indicated that 
there was a significant relationship at the confidence level of99 percent whereby the 
significance value was same or smaller than 0.0 I .  The Pearson correlation 
coefficient(r) value between work commitment through shura application and 
amanah was .52 at significant level which was also at .000 (p<.01). This result 
affirmed that there was a moderate positive relationship between the work 
commitment through shura application and amanah. As such, the null hypothesis 
(Ho2e) is rejected and simultaneously the alternative hypothesis (Ha2e) is accepted. 
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All in all, as measured by the correlation analysis, the result found that all the five 
independent variables namely openness, consensus, trust, counsel and amanah have 
significant relationship with the work commitment through shura application. All 
the independent variables were positively correlated with the work commitment at 
the confidence level of 99 percent (p <0.0 I) .  It can be briefly explained as the 
stronger the independent variables are, the greater will be the work commitment 
through shura application. 
Amanah showed the highest strength of association with work commitment which 
was r=.52 followed by consensus (r=.48), trust (r=.45), counsel (r=.44) and lastly 
openness with r=.38 only. Generally, the researcher concludes that there was a 
significant positive relationship between all variables involved. However, the 
strength of the correlation was just moderate. 
4.6 Factors Influencing the Work Commitment through Shura Application 
In attempt answer the final research question which concern about the relationship 
between the various determinants and the work commitment through shura 
application, the multiple regression analysis was performed as the analysis tool. In 
performing the multiple regression analysis, all the predictor (IV) variables were 
entered into the equation concurrently. Basically, each independent variable was 
assessed in relation to its predictive power over and above that offered by all the 
other independent variables. Results from the multiple regression analysis provided 
information on how much of the variance in the dependent variable can be explained 
by the predictor variables. In addition, this result also provided an indication of the 
relative contribution of each independent variable. Before performing the analysis, 
the data should be examined to detect whether there was any serious violation of the 
basic assumptions underlying the multiple regression analysis or not. 
In this study, the researcher wanted to predict the work commitment through shura 
application while the variables used to predict the commitment are openness, 




Openness, consensus, trust, counsel and amanah will not 
significantly explain the variance of the work commitment through 
shura application. 
Openness, consensus, trust, counsel and amanah will significantly 
explain the variance of the work commitment through shura 
application. 
From the above stated hypothesis, the researcher assumed that all the variables 
which were openness, consensus, trust, counsel and amanah might give influence 
toward the work commitment through shura application. 
The first and foremost step in interpretation of output from multiple regressions was 
checking the assumptions. The first assumption was with regard to the sample size 
of the study. As suggested by Tabachnick and Fidell (2013), formula for calculating 
sample size requirement was N > 50 + 8 M whereby M was the total number of 
independent variables in the study. Since, this study has 5 independent variables; the 
minimum number of sample size needed for this study was 90 cases. As sample size 
for this study was 222 cases, we do not violate this assumption. Furthermore, in 
terms of outliers, the extreme cases are deleted in this study for purpose of avoiding 
considerable impact on the regression analysis. 
In order to check for the second assumption that was multicollinearity, researcher 
employed collinearity diagnostics which was one of the multiple regression 
procedures. Two values were given which was Tolerance and Variance Inflation 
Factor (VIF). According to Pallant (2013), tolerance was an indicator of how much 
of the variability of the specified independent variable was not explained by the 
other independent variables in the model. If tolerance value was less than . I 0, it 
showed that multiple correlations with other variables was very high, suggesting the 
possibility of very high multicollinearity. While VIF was just the opposite of the 
tolerance value whereby value above 10  indicating the existence of multicollinearity 
(Pallant, 2013 ). Since the result of tolerance for each of independent variables in this 
study was in the range of .281 to the maximum value of .425 which was not less 
than .10.  This was also supported by the VIF value, recorded result between 2.35 
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until 3.55, which was well below the cut-off of 10. Therefore, we have not violated 
multicollinearity assumption in this study. 
The third assumption was outliers. In order to inspect for the assumption of outlier, 
researcher employed additional procedure in multiple regression through IBM SPSS 
statistic; which was Mahalanobis Distances. In order to identify which cases were 
outliers, researcher used the critical values guideline for evaluating Mahalanobis 
Distances value as suggested by Tabachnick and Fidell (2013). The guideline was as 
follow: 
4.13: Guideline for Evaluating Mahalanobis Distances 







Since this study has five independent variables, therefore the critical value was 
20.52. The maximum value of Mahalanobis Distances in the data file for this study 
was 20.27, which was below the critical value. Therefore, we have not violated 
outlier assumption in this study. 
The final assumption is normality, linearity and homoscesdasticity. According to 
Pallant (20 I 3), this assumption referred to diverse aspects of the circulation scores 
and the nature of the fundamental relationship between variables which can be 
examined from the residuals scatter plot generated from multiple regression analysis. 
By referring to the scatter plot of the standardized residuals, researcher hoped that 
the residuals will roughly distribute in rectangular with most the scores focused in 
the centre along the O point. Divergence from this middle point implied some 
violation in the assumption. Based on the scatter plot of the standardized residuals in 
Appendix J, the residuals are rationally distributed in rectangular in the middle point. 
Hence, we have not violated the assumption of normality, linearity and 
homoscesdasticity in this study. 
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Work and Determinants Various the between 
A u ti 
Table 4.14: Relationship 
C h hSh ommitment I rOUf!J ura inn, tea ton 
Unstandardized Standardized 
Coefficient Coefficients 
Sig. Determinant T 
B Std. Error Beta 
(Constant) 1 .805 .253 7.128 .000 
Openness -0.01 .090 -.001 -0.08 .993 
Consensus .22 ,104 .231 2.150 .033 
Trust .07 .091 .076 .773 .440 
Counsel .002 . I O  I  .002 .018 .986 
Amanah .258 .093 .293 2.781 .006 
F value= 18 .78,  Sig. value= .000, R2= .306 
Based on the above table, the R square value is the statistic that provides some 
information about the goodness of the model. The value of R square is 0.306. This 
indicates that 30.6 percent of the variation in the dependent variable explained by the 
independent variables. While the rest, which is 69.4 percent is explained by 
excluding variable. Generally, the higher value of R square, the better the model fits 
with the data. 
Table 4 . 14 presents the results of regression analysis in order to address the final 
research objective in this study. The objective is to investigate whether all the 
independent variables involved can influence the work commitment. From the table, 
the researcher had summarized the relationship between the variables such as 
formula equation below: 
Figure 4.1: Equation of Multiple Linear Revressions 
Y = a + blxl + b2x2 + b3x3 + b4x4 
Y = - 1.805 + O.Olxl + 0.22x2* + 0.07x3 + 0.002x4 +0.258x5** 
Where: 
a = Intercepts ( constant) 
Y = Work Commitment through Shura Application (DY) 
b 1 x I = Openness 
b2x2 = Consensus 
b3x3 = Trust 
b4x4 = Counsel 
b5x5 = Amanah 
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From the above formula, it can be concluded that, I unit of consensus increase 
would make 0.22 units of commitment increase. Meanwhile, I unit of amanah 
increase would make 0.258 units of commitment increase as well. Only these two 
variables that derived from this formula is making significant unique contribution to 
the prediction of commitment since it gives significant value at less than 0.05. 
The finding showed that there are at least two variables that have significant 
influence on the work commitment. The factors were consensus and amanah. 
However, openness is negatively related to the commitment where the B value is - 
0.0 I .  The variable that gives the most influence towards commitment are consensus 
and amanah where both give a higher B value of 0.22 and 0.258 respectively. 
Meanwhile, trust becomes the third most influential of the commitment where the B 
value is 0.07 but do not give a significant value 0.05. 
In general, it can be conclude that, the null hypothesis (Ho3a) is rejected while the 
alternative hypothesis (Ha3a) is accepted. However, only two variables which are 
consensus and amanah were accepted under the alternative hypothesis. While the 
other two variables which are trust and counsel are rejected since both do not give a 
significant value at 0.05. Therefore, in this study, the most influential factors that 
affect the staff's work commitment fall under the consensus and amanah in shura 
application. Due to this, these factors should become the area of concern and need to 
be discuss detail in the next chapter. 
4. 7 Conclusion 
The descriptive analysis showed that in general, respondents presented a low level of 
work commitment. In addition, to examine the relationship between various factors 
and commitment, correlation and regression analysis were conducted. The result of 
the correlation showed all the independent variables which are openness, consensus, 
trust, counsel and amanah. However, in the regression analysis, only two factors, 
namely consensus and amanah positively influence the commitment since these 




DISCUSSION AND CONCLUSION 
5.0 Introduction 
This final chapter will recap all the findings of the study followed by further 
discussion on the findings. Accordingly, this chapter also provides some discussions 
on the contribution and limitation of this research as well as future research 
directions. Last but not least, this chapter ends with conclusions and 
recommendations related to the study. 
5.1 Recapitulation of the Study Findings 
As implied by the title, the interest of this research is in examining the level of work 
commitment through shura application in Northern RTD. For the purpose of this 
research, commitment is represented as relative strength of an individual's 
identification with and involvement in a specific organization. In other word, 
commitment is referring to the employees' identification with and involvement 
toward the shura application. 
This research was conducted to achieve three main objectives. The first objective is 
to determine the differences between, gender, age, education level and grade that 
may influence the commitment through shura application. The second objective is to 
investigate the correlation of RTD staff's commitment with the openness, consensus, 
trust, counsel and amanah in shura application. Finally, the third objective is to 
determine the variance of openness, consensus, trust, counsel and amanah on 
commitment of RTD's staff. 
In consideration of the above research objectives, this research was commenced to 
strive for answers towards the several research questions: (a) Is there any difference 
between commitment of RTD'S staff with gender, age, education level and grade? 
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(b) What is the correlation between openness, consensus, trust, counsel and amanah 
in shura application with the commitment of RTD'S staff? (c) To what extent that 
the openness, consensus, trust, counsel and amanah influence the commitment of 
RTD'S staff? 
As mentioned in Chapter three, the data was gathered through the designated 
questionnaires which were distributed among RTD'S staff from various departments 
working in Perlis, Kedah and Pulau Pinang. Approximately 300 sets of 
questionnaires were distributed and 278 were returned representing 92 percent of 
response rate. 
The most crucial part in this study was the execution of factor analysis in order to 
reduce the items as well as to test the factorial validity of the measure. The analysis 
was implemented separately between the dependent and independent variables. 
From the analysis, it produced various dimensions of the factors which can affect the 
commitment. 
In addition, the internal consistency of the instruments was done through comparing 
the reliability coefficient based on Cronbach's alpha values. This study also 
implemented correlation analysis in order to identify the relationship between the 
independent variables with the dependent variable. Finally, the data collected were 
also analyzed using the multiple regression analysis to test the hypothesis of the 
study. In order to determine whether the null hypotheses can be substantiated or not, 
0:05 was used as a critical level for the entire decision-making throughout the study. 
Returning to the first research question regarding the work commitment based on the 
selected demographic factors, the researcher had chosen to evaluate only four 
demographic factors namely, age, gender, education level and grade in this study All 
the independent variables are positively correlated with the commitment at the 
confidence level of 99 percent (p < 0.0 I). 
A Pearson correlation analysis was undertaken in order to answer the research 
question (b). From the analysis, it was found that all the independent variables which 
are openness, consensus, trust, counsel and amanah have a positive relationship with 
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the commitment. In addition, regression analysis was undertaken in order to answer 
the last research objective. From the analysis, it was revealed that there are at least 
two variables that are positively related to knowledge which are consensus and 
amanah. These two variables had contributed a. value of R square 30.6 percent 
indicating that the explanatory power of the variables in predicting the commitment 
of RTD's staff. On the other hand, openness, trust and counsel were found to be not 
significantly associated with the commitment. 
5.2 Discussions 
The following section will discuss in further detail the level of work commitment 
through shura application as well as the effects of various factors towards the 
commitment based on the findings obtained from the previous chapter. 
In this section, the researcher will discuss in detail the results findings of shura 
practice implementation consisting of elements openness, consensus, trust, counsel, 
and amanah among the staff based on data provided by questionnaires and feedback 
of respondents among RTD's staff in northern region. Meanwhile, the shura practice 
related to the increase of work commitment which consists of elements of 
responsibility, cooperation, discipline, competence, and the relationship of the 
organization will provide answers to questions about the elements of variables being 
forecasted for work commitment. Overall discussion will revolve around the 
implementation of shura practice in the leadership of the chairperson, element of 
shura practice that encourages staffs work commitment. 
5.2.1 Work Commitment in Shura Aplication 
Leaders do not only act as drivers of the success of an organization, they also act as 
the primary generator to increase the level of staff work commitment. Leadership 
practices affects directly to the level of work commitment of the subordinates when 
they are expected to ensure the achievement of organizations goals. 
The subordinates and the leader play the same role in implementing organization 
goals and plans according to the decision agreed in shura. The way a leader 
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implement the shura will affect the commitment of their subordinates. The study 
which supports the findings is concluded by Jack Welch, (2013) that responsible 
attitude can determine the success of an individual and the career they are pursuing 
through their talents and abilities. The subordinates who demonstrate high 
commitment to work have consistency in spirit and identity toward his or her 
responsibility as an implementer. They also will give much cooperation amongst the 
organization, discipline of duty, competence to the task, and maintain good 
organizational relations. 
The analysis of the study also found that staffs' work commitment was formed 
through the element of cooperation in organization. Shuhadah's study, (2000) 
mentioned that work-based commitments and cooperation in performing tasks will 
contribute to outstanding achievement. The affirmation of al-Banna (2006) also 
supports the findings of the study, namely by practice of cooperation, tolerance, and 
unity that are the basis of success underlying by the Shariah law of Allah SWT as 
well as the outstanding achievements of the world and Hereafter (al-An'aam 6: 130). 
Dedication to the task as an employee adds the achievement of organization which 
equals the study of Shen (2012) which agrees that achievement of work 
commitments was obtained from the environment by the managers who demonstrate 
cooperation, concern, consensus, and concern in creating high work commitment. 
The analysis of the study also has similarities with the study of Mohd Sahandri 
(2009) and Lemaleglu et al., (2012) that teachers' work commitment is closely 
related to the attitude of cooperation in developing the potential and identity of a 
person ie the willingness to accept the views of members of the organization in 
leadership. 
In addition, disciplinary elements need to be highlighted in an effort to achieve 
staffs' work commitment to offset the demands of steady self-management. The 
discipline is based on the leadership of the chairperson's dedication and exemplary 
leadership. Overall findings of the analysis of this study is parallel and coincides 
with some previous studies on the implementation of shura practice which is also a 
determinant of improvement teacher work commitment such as Suhana (2015).  
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5.2.2 Openness in Shura Application 
Basically, this research is an exploratory study to identify the factors that might 
influence the commitment through shura implementation. Thus, the openness 
becomes one of the factors that influence the work commitment in the shura 
implementation at RTD northern region. From the result obtained in the previous 
chapter, it revealed that openness would have a negative relationship with the 
commitment, and not really influence the work commitment of RTD staff. This 
could be the fact that many decision are being made without proper consultation 
with the shura member because there are situations where the chairperson did not 
accept the view of shura members when it conflicting with his own views. 
While the analysis results found that the underlying attitude of openness in the 
practice of shura practice is agreed upon by staffs. The analysis also found that the 
chairperson provides enough opportunity for the shura members to express their 
opinions in shura and they also interact with each other outside the shura. The 
chairperson also found to ensuring the practice of communication between him and 
shura members and at the same time put the interest of organisation when making 
decision. 
According to Hasanuddin, (2014) that openness in Shura practice adapted by the 
leadership of the Prophet SAW and the companions were found resulting in the 
unification of the um mah, strengthening organization and improve the achievement. 
Marzuki (2013) founds that when the chairperson is open and transparent against the 
suggestions and views of the organization, it will increase the work commitment in 
the organization. The attitude of openness is the foremost pillar of leadership in 
shura practices which in line with increased work commitment consistently. 
80 
5.2.3 Consensus in Shura Application 
Based on the analysis, consensus variable that derived from the equation is making 
significant unique contribution to the prediction of commitment since it gives 
significant value at less than 0.05. The finding showed that this particular variable 
have the highest significant influence on the work commitment. 
Consensus is the key element in practicing shura by the management. The 
chairperson should encourage the staffs participation through the exchange of views 
and opinions in shura practice. Al-Fattah (2011)  mentions that Rasulullah SAW 
always encourage his companions to do any work in consensus and cooperation to 
produce perfection in practice (ali-Irnran 3:31) .  The consensusis also mentioned in 
al-Quran as it builds the relation of the universality of the ummah (the whole 
ummah) in Islam (al-Maidah 5: 8) to help each other and fulfill the needs and desires 
(Muslims 1972: 4867). 
Early and Weindling (2012) conclude that staff practicing sharing and consensus in 
decisions making are easier to achieve good relationships in organizations as well as 
building confidence and responsibility of the chairperson in administrative matters. 
The leaders should prioritize the view from the whole organization to create better 
collaboration and generate work confidence to increase the work commitment in the 
organization. That consolidation is the basis of consolidation organizational 
leadership to build commitment of employees in line with the will in uplifting public 
service. 
Overall, the chairperson focuses on the achievement of organization's goals with 
other shura members very well. The result of the consensus has been made certainly 
positive mutuality, especially the commitment of staffs as the work forces in 
organizations affairs. This finding supports the study of Isaac (2008) that 
achievement of organizations goals can be achieved by agreement and interaction of 
organizational relationship that is to show obedience of organization without 
undivided. In addition, strong organizational relationships will empower in 
increasing the work commitment according to the mechanisms of an administrative 
public management. 
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5.2.4 Trust in Shura Application 
From the analysis, ii revealed that the trust factors have a significant relationship 
with commitment. The analysis of the study also found that the managers are trusted 
to be members of the organization and understand the respective fields of work. 
Through assessment of shura members, it indicates that the chairperson's concern to 
the staffs relevant feedback affects the improvement in job performance. 
Each organization should have the leader which has a vision and mission towards an 
outstanding improvement in the field management in line with efforts to increase 
work commitment and lead to the grace of Allah SWT. In accordance with the 
analysis of Ridzuan (2012), that mutual helps attitude in the affairs of leadership will 
bring that kind of good multiply effect and surely will get the blessings of Allah 
SWT. 
In addition, the analysis of the study also shows that the chairperson is ready to 
listen to the employee related issues in organization management. On the same note, 
the chairperson can embrace the personality of the organization in accordance with 
the will of the Shariah Islam and Sunnah. Leadership ability in efforts to improve 
work performance the organization must be in line with the growing faith in Allah 
SWT as a momentum based on Islamic law and following sunnah Rasulullah SAW 
(al-Maidah 5: 45,46). 
According to Nasrul Hisyam (2010) human beings as khalifah are naturally need the 
social life, shed each other's hope in meeting the emotional needs, demands 
psychology and the goal of life to develop the civilization of a social life. This 
analysis is in line with the study of Mohd Norazlen (201 l) which mentioned that the 
support of the chairperson encompasses motivation and their willingness to be good 
listeners to apply the firmness of the organization and directly will result in 
committed organization. 
Overall, the analysis of the study proves that the chairperson at Northern RTD has 
implemented the practice of shura in their leadership with full trust and dedication 
as their goals to become profesional institution based on the Quran and al-sunnah. 
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The result of the analysis also explains the relation between shura practice which 
has been implemented has increased teacher work commitment in the organizations. 
5.2.5 Counsel in Shura Application 
The analysis of the study also found counsel and reminders towards any goodness is 
stressed by the chairperson. This is applied through forming Islamic morals such as 
prudent in speech, mutual respect for the right of giving a view and etc. Husna 
(2013) study concludes that the the chairperson should instilling positive values in 
leadership through advice based on capabilities, potentials, attitudes, talents and 
organizational trusts. Chairperson should always examine all the views in the shura 
prudently to project the Islamic style of management. 
In addition, the element of counsel in this study found that the attitude to have an 
active shura is exists among the chairperson. So the findings of this study found that 
the element of advice has significance to the work commitment with the continuity 
of teamwork. It also show the culture based on mutual admonition with the intention 
of reinforcing the identity of the chairperson as superior Islamic caliphate. The 
analysis of the study also found that organizations leadership need to advise each 
other n emphasis the foundation of the true Islamic syariah which is to embrace the 
leadership of Rasulullah SAW and the companion. 
The analysis of the study found that the element of counsel was carried out through 
the practice of shura as performed by Rasulu llah SAW when there is a disagreement 
among the companions regarding the issue of life (Muslim 1972: 4689). Through the 
advice given· by chairperson regarding the tasks, the subordinates generate a solid 
understanding and show the best results of any given work commitment. As Sayyid 
Qutub's assertion (2014) that the practice of mutual reminder to get a decision on 
shura wi II lead to the perfection of the people and thus lead to the attribute of Qudrat 
and lradah of Allah SWT (al-Imran 3: 159). 
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5.2.6 Amanah in Sl111ra Application 
Based on the analysis, amanah variable that derived from the equation is making 
significant unique contribution to the prediction of commitment since it gives 
significant value at less than 0.05. The finding showed that this particular variable 
have second hignest significant influence on the work commitment. 
The practice of shura performed by the chairperson is driven by nature of amanah. 
Based on the finding, it shows that the chairperson is a trustworthy role model in 
organizational leadership. The study shows that the chairperson show great amanah 
in performing their duties and show a great model to the subordinates. The 
chairperson monitor the job carried out by the staff and associated the amanah to 
perform the job as decided in the shura. The chairperson also asked the staff to 
reflect on their amanah in carrying out the work. 
Amanah of the leader is a pillar of organizational leadership that will increase work 
commitment and translate the achievement of outstanding performance. While 
Camelia (2013) found that the chairperson needs prioritised amanah and act as the 
leader of a progressive organization in ensuring the conducive and effective 
atmosphere in organization. It is clearly shows that amanah in leadership is a 
priority for realizing improvement of the performance in public services. 
5.3 Contribution of the Research 
This research and the findings have academic and managerial implications. These 
contributions and implications are discussed below. 
5.3.1 Theoretical Contributions 
The ultimate objective of this study was to determine the level of the work 
commitment through shura application in northern RTD. Since, there is limited 
study about the shura implementation; this study contributes from the theoretical 
perspectives that lead in discovering how the openness, consensus, trust, counsel and 
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amanah would affect the commitment among the staff towards the implementation 
of the shura. Moreover, this study also succeeds in developing a theoretical 
framework that will have an impact on the commitment through shura 
implementation. Based on the analysis gathered from the study, consensus and 
amanah is proved to be the main influence of staffs work commitment. When the 
management of the organization applied the consensus and amanah while 
conducting the shura, the commitment of the staff will automatically increased. 
Besides that, regardless of the universal application the Planned Behaviour in 
explaining social behaviour, there is very limited research which has been conducted 
in the context of shura by using this theory. As such, this study contributes to the 
existing literature by employing the theory of Islamic management in the area of 
Shura, In addition, this study also facilitates to validate the previous instruments 
regarding the management tools as well as the determinants that would give 
significant impact towards the decision making process. Other than that, this study 
also provides the theoretical contribution to other prospective researcher in the area 
of shura and decision making. 
5.3.2 Managerial Implication 
The findings of this study provided managerial implications to the management of 
RTD in Malaysia especially Ministry of Transportation (MOT) in terms of 
supporting the idea towards the shura implementation. More importantly, this 
preliminary study provides some insights and guidelines for the shura 
implementation and improving work commitment. 
In general, this study also discovered the determinants of the commitment towards 
shura application especially in RTD throughout Malaysia which involves all the 
staff. Through this research, the management of RTD can identify which 
determinant factors that contribute the greatest influence on the commitment through 
shura application. By exploring those factors, this for sure will strengthen the 
Islamic Management implementation in public services. 
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5.4 Limitations and Future Research Directions 
This research further discussed some limitation of the study as well as future 
research direction. The first limitation is time constraint. Since this research time 
rame covers only one semester, the respondents of this study are limited to RTD 
offices that are located in the Northern region of Malaysia in which comprised of 
three RTD offices namely RTD Perlis (Kangar), RTD Kedah (Alor Setar) and RTD 
Pulau Pinang (Seberang Jaya). Other branches of RTD in other region of Malaysia 
are not included in this study. Since the intention of this study to take all RTD staffs 
as the respondents, therefore the results obtained in this study cannot be generalized 
to the entire population of the Malaysia RTD throughout the nation. 
The second limitation is the limited number of determinant of the work commitment 
through shura apllication employed in this study. Therefore, the contribution of this 
study is sourced from the limited number of explanatory factors only in which 
includes openness, consensus, trust, counsel and amanah. At the same time other 
factors which could affect the work commitment are likely untapped. 
Instead of highlighting limitation as above, for future research direction, this 
research should be more inclusive as to obtain more valid and accurate result. Time 
frame for performing this research should be prolonged so that the researcher can 
performed rigorous data analysis and at the same time scope of study and also 
sample size should be larger to derive more valid and significant results (Location 
and sample size). In addition, qualitative research could help in gaining more 
accurate data through observation, interviews and document analysis. Future 
research should also consider other variables such as job satisfaction and motivation 
of the employees. 
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5.5 Conclusion and Recommendation 
This chapter discusses on the area of analysis findings based on the research 
question and research objective to the theory used in this study. Overall, the analysis 
found that the organization leaders have practiced the shura practice and it turns out 
to be increasing the work commitment among the staff as indicated by the 
significant relationship. 
Next, the discussion is extended to aspects of the implications of the study to the 
parties involved directly or indirectly. In addition, the discussions are also included 
with suggestions for improvement to future research. Hopefully this analysis can be 
used as a benchmark by the parties involved in public service organization to ensure 
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